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ABSTRACT 

The objective of this study is to examine the factors of Occupational stress among 
middle level managers in private higher education institutions in Klang Valley. The 
present study found there is a relationship between occupational stress with 
enviromnental stressor, personal stressor and organizational stressor. This study also 
deliberated about types of stress and impact of occupational stress on middle level 
managers. The survey research method employed was using questionnaire with 
quantitative analysis to determine the middle level manager's stress factors. There were 
103 respondents of various private institution's managers involved to the variables in 
the model. The Pearson correlation and multiple regression technique were used to 
explain the result of the research. The Enviromnental stressor is the main factor of 
occupational stress among middle level managers. This study also confirmed that 
occupational stress can give negative effect on employee's performances and on their 
life. Employee's performance is important as they are the asset for the organization 
and they should ensure they are well- established in their respective fields. In 
conclusion, performance and motivation of the employees can be gained from the 
aspect of reward which are related to them after hardship to fulfil their responsibility. 

Keywords: occupational stress, enviromnental stress, organizational stress, personal 
stress, and private higher institutions. 
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ABSTRAK 

Objektif kajian ini adalah untuk meneliti faktor-faktor tekanan kerja di kalangan 
pengurus peringkat pertengahan di institusi pengajian tinggi swasta di lembah Klang. 
Kajian ini menterjemahlkan bahawa terdapat hubungan antara stres pekerjaan 
dengan tekanan alam sekitar, tekanan diri dan stres organisasi. Kajian ini juga 
membincangkan tentang jenis tekanan dan kesan tekanan pekerjaan pada pengurus 
peringkat tengah. Kaedah penyelidikan kaji selidik yang digunakan ialah soal selidik 
dengan analisis kuantitatif untuk menentukan faktor tekanan pengurus peringkat 
tengah. Terdapat I 03 responden dari pelbagai pengurus institusi swasta yang terlibat 
dengan pemboleh ubah dalam model tersebut. Kajian korelasi Pearson dan teknik 
regresi berganda digunakan untuk menerangkan hasil penyelidikan. Penekanan alam 
sekitar adalah faktor utama tekanan pekerjaan di kalangan pengurus peringkat 
pertengahan. Kajian ini juga mengesahkan bahawa tekanan kerja boleh memberikan 
kesan negatif terhadap prestasi pekerja dan kehidupan mereka. Prestasi pekerja 
adalah penting kerana mereka adalah aset untuk organisasi dan mereka hams 
memastikan mereka teliti dalam bidang masing-masing. Sebagai kesimpulan, 
prestasi dan motivasi pekerja dapat diperoleh dari aspek ganjaran yang berkaitan 
dengan mereka setelah kesulitan untuk memenuhi tanggungjawab mereka. 

Kata kunci: tekanan pekerjaan, tekanan persekitaran, tekanan organisasi, tekanan 
peribadi, dan institusi tinggi swasta. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of Study 

This chapter will look at the introduction to this study, where the background of the 

study, the problem statement, the research question, the objectives of study, the 

scope of which this covers and its significance are discussed. 

The term "stress" is not anonymous to us with its definition, being idealised by most 

people (Seema, 2016). Work-related stress is globally recognized as a primary 

importance and hurdle to the health of the organisation and its employees. Not only 

that, it (stress) also prompts pressure due to its preventive nature in the contention 

between external conditions and individual. Positive and negative stress varies among 

individuals. In the work environment, stress can serve to upgrade inspiration, 

execution, fulfilment and individual accomplishment. These days, managers will 

probably encounter pressure in their daily jobs. Excessive work worry can separate 

managers' physical and enthusiastic frameworks, causing botches, mischances, 

diminished execution, truancy, disappointment and sickness. (Sathasivam, Mohd 

Dahlan and Ahmad Faris, 2015). Gina Soleil in her 2016 article mentioned that stress 

is the 21st century health epidemic as identified by the World Health Organisation 

(WHO). 
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Occupational pressure/stress is mentioned to be an expanding expensive trouble for 

employees in western industrialised societies. Workplace pressure/stress may have 

detrimental effects on workers well-being in addition to terrible outcomes on an 

organizational scale which sadly seems to affect both tum over as well as 

performance. Hence, we come to understand the necessity to carry out some 

occupational stress studies especially in the Asian community, specifically Malaysia. 

This will in tum help us to come up with some practical and theoretical 

understandings and solutions to the current problem. It's been contend that almost all 

occupational stress studies and theories had been evolved and empirically examined 

in western industrialised international locations. Nonetheless, the prevailing problem 

at hand is turning detrimental, especially for countries going through huge socio 

economic changes. 

Stress does not usually project a direct end result from the source itself, however as a 

substitute from the pressure perception. Knowing this, it would be wise to pay close 

attention to details such as individually different variables in occupational stress 

studies. The highest range of occupational strain studies has focused on 

demonstrating relationships between stressors and strains but has lagged in terms of 

documenting the position of character differences in the pressure methods. One 

widespread elegance of character difference elements that has been inspected at some 

stage in the years from concentrate to examine is self-conviction. Those examinations 

have given a few assist to the possibility that stressors are less helpless whilst humans 

have more and more constructive self-recognitions. The predominant speculation 

within the great majority of the beyond examinations is the pastime. 
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The public higher education institutions in Malaysia, these (IPTA) organizations 

usually fund the students that have managed to be accepted into the universities 

themselves. These universities are larger in volume of students and infrastructure. 

There are more than 590 higher education institutions in Malaysia and more than 

1,270,000 students of all classes of higher education. Malaysian Government 

Universities or also call called public universities are categorized into three groups: 

• Focused Universities 

• Comprehensive Universities 

• Research Universities 

Currently, there are 20 public universities in Malaysia. 

They are sub-classed into three categories. 

• University Colleges- Usually, these higher education organizations suffer 

from a lack of "full university" status and are often a sub-part of a larger 

organization. They usually specialize inpre- College, pre-university entry 

programs such as diplomas and A-level studies, or foundation studies. 

However, some degrees under specialised fields and disciplines can be 

conferred. 

• Universities- Both the undergraduate and postgraduate degrees are allowed 

to be conferred. 
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• Colleges- They provide diploma and pre-university programmes. Some of 

these establishments can provide degree courses, twinning programmes 

included, through a local or foreign partner university. 

There are two subclasses of Private Universities in Malaysia: 

• 1 1  are International University's branch campuses operating in Malaysia 

• 38 are Malaysian Private Universities 

Kathryn fowler (2015) in her reaction to a times higher schooling analysis 

concerning the excessive percentage of aid team of workers at united kingdom higher 

schooling institutions stated that universities are mixed organisations, with a wide 

variety of stakeholders to satisfy. They allocate a number of services properly 

beyond coaching and research, inclusive of accommodation, catering, events, 

hospitality, and cultural performances. The profits from such pastime feeds into help 

core pastime. 

The involvement of middle managers in strategy has been established to have an 

effect on important organizational outcomes. From the perspective of middle 

management, four strategic roles of middle managers have been identified to be as 

follows: 

• Implementing deliberate strategy 

• Synthesizing information 
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• Championing alternatives 

• Facilitating adaptability 

Current organisational environment is characterized by intensified competition, rapid 

change, continuous innovation, shorter product life cycles, and blurring industry 

boundaries. 

These conditions forces middle managers to face increasingly conflicting behavioural 

expectations between the need to exploit existing competencies through 

implementing deliberate strategy and synthesizing information and the need to 

develop new competencies through facilitating adaptability and championing 

alternatives. 

Two opposmg views of strategic organisational change describe the middle 

management dilemma. The "top-down" or decision-making perception of strategy 

debates that competitive advantage is achieved as the firm identifies an attractive 

industry, acquires and deploys the necessary resources, and carves out a defensible 

position called its product-market strategy. Key to this paradigm is that the 

organization is a reflection of its top managers who are able to recognize and 

rationally evaluate all possible alternatives, choose the best course of action, acquire 

the necessary resources, and deploy them for a competitive advantage. In this view, 

middle managers' and lower organizational members' only role in strategy is its 

implementation. 
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An alternative perception argues that competitive advantage derives from "bottom 

up" social learning. Strategy improvement is an evolutionary procedure that cycles 

through a notion that alternate is necessary, actions to create change, know-how what 

works, and mastering how to do what works. Its focus is on developing new 

competencies. The purpose of these actions is to re-align the organization's strategy 

with changes in the external environment. In this view, middle managers' actions 

that shield autonomous behaviours of operating managers from the selective forces 

of the existing structural context are important to organizational outcomes. 

As indicated by Dana Wilkie (2018), centre administrators' sentiments and mind will 

in general be at the darker scope of the passionate range on the grounds that, in spite 

of the fact that they are not the hotshots who shape the eventual fate of an association 

and don't have an immediate state in making the association's approaches, they are 

burdened with the busywork of overseeing subordinates and liable to top 

administration whose strategies must be implemented by them while settling on day 

by day various choices. As they settle on many choices every day, except more often 

than not the enormous ones that shape an organization's future. 

Stress winds up hard to underline every industry. Notwithstanding, by distinguishing 

the significant pressure sources looked by the workers of different businesses, this 

unsafe issue can be controlled. Along these lines, distinguishing the different 

wellsprings of worry among the general population of Banking, Health Care, IT and 

Education segments can be helpful in raising of employment fulfilment. Stress can be 

arranged as a one of the most significant elements that influencing the work 
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fulfilment of the representatives and it changes among enterprises because of 

contrasts in the work structure, design, work prerequisites and nnmerous different 

components (Katsapis, 2012). Managers in scholarly would appear to encounter a 

similar weight that accomplished by other individnals in other calling or business 

where they must be proficient and gainful (Seema, 2016). This will likewise be 

valuable giving appropriate way and help in structuring a pressure the board program 

for the workers particularly in the instructive line (Jadeja and Verma, 2016). By 

research the writing, basic issues could be recognized and focused by the 

administration for advancing sound workplace. 

Gmelch (1977) accepted that instructive pioneer in this day and age faces more 

change, more clash and more weight than in some other prior decade in the twentieth 

century. It was before upheld by Toftler (1970) who properly state that pressure 

might be middle of the road and even intriguing, yet regularly heads experience 

outrageous strains on their psychological and physical prosperity as they manage the 

social and mechanical changes while connecting with understudies, guardians, and 

associates. Global surveys conducted in 2017 discovered that 53 percent of 

employees are experiencing rising of stress, while 59 percent say their jobs are a 

cause of stress (Isosceles, 2017). The Isosceles Group (2017) also discovered that 

stress has been found to be the primary workforce risk faced by employers across 15 

countries worldwide. Different group of people are facing different type of stress 

based on the job nature, it is undeniable, and managers are facing more stress than 

others due to their responsibilities s as decision makers, planners and supervisors. In 

such situation, managers feel they are being asked to do more than time or capacity 
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allowed. In some functional areas, managers are work under ultimate pressure for 

performance. 

1.2 Higher Education Administration in Malaysia 

Asian countries have accomplished assortment arranges and have developed their 

own one of a kind implications of self-administration and change measures, on 

account of confusions in their political and social structures similarly as the 

establishments of their propelled training systems. There are various uncommon 

troubles looked by cutting edge instruction in Asia. Despite the fact that their 

disparities, Asian nations partition one basic component that is the advanced 

education segment is a key switch for long haul and consistent improvement. It is 

certain that the Organization for Economic Co-activity and Development nations are 

currently strategizing advanced education moves so as to seek after such national, 

and maybe territorial, destinations as financial development and social attachment. 

There are numerous issues of advanced education, including quality, access, value, 

and obsolete administration frameworks which is expanding self- sufficiency is by all 

accounts the point of most nations in the district, and, while as a matter of fact it 

sounds like arrangement language, it holds the way to taking care of the issues and 

verifying the achievement of advanced education improvement. 

The principle mission of this procedure is to plan HEis and national governments in 

the European Union for the dispatch of the European Higher Education Area 

(EHEA). It is unequivocally accepted by European governments that the basic EHEA 
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will fill in as an establishment for future provincial financial and logical 

advancement and will be controlled by a pool of specialists and understudies. 

1.3 Problem Statement 

As discussed by Dana Willkie (2018), in order to manage academic institutions the 

organizations need a lot of support from administrative staff. In this case, the 

contribution of middle level managers in strategy has been established to have an 

effect on important organizational outcomes. The imbalanced job descriptions could 

cause occupational stress and it will affect all levels of society, especially in the 

education sector (Igharo, 2013). Recently, researchers considered job stress requires 

understanding on the aspects that affect organisational behaviour. As it is very 

prevalent that work related stress is the primary issue in various fields particularly in 

educational institutions especially as it is almost associated to departmental 

responsibilities usually helmed by managers, it is vital to discover and determine the 

factors contributing to such stress, and how the stress affects the managers in the 

education sector (Afuan, Alamgir, Salahuddin, Sarni and Muhammad, 2018). A 

common misunderstanding among those is not attached with academic line that 

working in the academic environment is relatively stress-free burnout. 

However, this may not entirely true because no studies have confirmed this. This is 

largely because administrators in academics environment would seems to be 
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experiencing the same pressure that is experienced by other in other profession or 

business where they to be efficient and productive (Seema Malik, 2016). 

It would not be possible an academic institution will be managed successfully 

without effective work that done by academic administrator's especially middle level 

managers. There is high possibility for them to be experiencing occupational stress 

due to various factors. It needs to be identified for better performances. There are 

many researches have done on occupational stress factors in various sectors among 

various group of people and public institutions in Malaysia. However, review of past 

studies has shown that there is a dearth of studies on factor of occupational stress 

among middle managers in particularly on private higher education institutions in 

Klang valley. 

1.4 Research Objectives 

The objectives of this study are as below: 

1 .4 .1  To study the relationship between environmental stressor and occupational 

stress among middle level managers in Private higher education institutions 

in Klang valley. 

1.4.2 To study the relationship between organizational stressor and occupational 

stress among middle managers in Private higher education institutions in 

Klang valley. 
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1.4.3 To study the relationship between personal stressor and occupational stress 

among middle managers in Private higher education institutions in Klang 

valley. 

1.5 Research Questions 

Based on the purpose of this study, the following research questions are developed. 

Research Question I 

1. What is the relationship between Environmental stressor and Occupational 

stress among middle level managers in Private higher education institutions in Klang 

valley? 

Research Question 2 

11. What is the relationship between Organisational stressor and Occupational 

stress among middle level managers in Private higher education institutions in Klang 

valley? 

Research Question 3 

m. What is the relationship between Personal stressor and Occupational stress 

among middle level managers m Private higher education institutions m Klang 

valley? 

1 1  
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1.6 Importance of the Study 

This study contributes to knowledge by investigating the significant factors of 

occupational stress among managers together with its effect and solution in the three 

selected private universities. In fact, it would play a serious role in unveiling the 

secrets behind the improvement of manager's performances in organisation. Its 

contribution to the existing body of knowledge would be on how stress-free 

environment can drive overall performance and ensure worthwhile managers 

performance. The study can serve as scientific evidence of continuing studies as well 

as for future studies which will create more future research direction for the future 

researchers. The findings of this study are expected to give the private higher 

institutions concerned some insight on how to effectively provide solution for 

occupational stress among managers and leaders. Specially, this study will suggest 

the participating private universities to developing a good working environment by 

identify the most influence factor of occupational stress among managers. This is 

because, managers are back bone of each organization and their stabilized mental 

condition is essential element for efficient management. 
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1.7 Organization of the Study 

Chapter 1 :  Covers the presentation. In this section it includes the dialog on the 

prologue to the chose subject, which means and the meaning of the chose idea. 

Foundation of the chose research, portrayal about the picked association, point and 

the destinations of the examination is incorporated. 

Chapter 2: Discusses the literary works that are associated with this research study. 

Chapter 3: Chapter provided research methodology adopted by the researcher for the 

effective conduct of the study, research design, data collection tools and analysis 

techniques, also measured and instrumentation. 

Chapter 4: Summarizes the findings of the study, analysis and interpretation of data 

collected from the respondents. 

Chapter 5: This Chapter more to suggestions, conclusion and recommendation for 

the upcoming research in the same field. 

13 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Stress 

Stress is referred to by the World Health Organisation as the "health epidemic of the 

21st century", as cited by Najmeh, Khosro, Zahra and Siamak (2018) in their recent 

study. Stress occurs when the necessities of a position are more than a person's 

capacity to get by them. 

Nor Amalina, Huda and Hejar (2016) reported stress as a 'global epidemic' in this 

decade where more than 50 percent of population in many countries were reported to 

have work-related stress (Global Organisation for Stress, 2014). A study conducted 

in America has reported that half of its population is experiencing great stress over 

years (National Public Radio, Robert Wood Johnson Foundation & Harvard School 

of Public Health, 2014). 

In a survey conducted by The Isosceles Group (2017), stress is ranked as the number 

one health issue followed by fourteen others. They also found that most Malaysians 

suffer stress-related illnesses because of the complications that arise at work and 70 

percent of Malaysian employees were burdened with work-stress related diseases, 

especially due to the global economic crisis. 

14 
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2.2 Biological Fundamentals of Stress 

Liu, Ein, Gervasio and Vickers (2019) clarified stress in the the biological bases. 

Autonomic Sensory System (ANS) plays the central role in the bodily stress 

mechanism. The first response to stress will initiate the Sympathetic Nervous System 

(SNS) that will adjust many physiological functions of the body, and as a result, the 

living being can greatly adjust to the environment. In the response toward stress 

process, many hypothalamic hormones are secreted including Corcotropin Releasing 

Hormone (CRH) which functions to stimulate pituitary gland and starts the response 

to stress in a pathway that is intensively-regulated. Adrenocorticotrophic Hormone 

(ACTH) is secreted into the bloodstream in order to harmonies the extremely 

regulated response to stress. It gives the idea that amygdale acts as feeling regulator, 

for the emotions of fear as well as anxiety, in the emotional process during the stress 

response (Vickers, 2019). 

Hippocampus plays a major role during stress as cognitive process may have strong 

impacts on facilitation, inhibition as well as developing definite response of stress. 

Other than that, hippocampus is also prone to harm and decay. During stress 

response, the process of planning, attention, and problem-solving, which are 

prefrontal-cortex activities, will be temporarily disturbed. Adrenal organs are 

legitimately mindful of stress hormones generation which would be discharged in the 

pressure reaction time. Cortisol is a significant pressure hormone which adrenal 

organs produce and discharge. Notwithstanding locus coeruleus which insider facts 

noradrenaline in focal sensory system (CNS), adrenal organs can mystery 
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noradrenalin (synonymous to noradrenaline in cerebrum, however rather in blood) in 

blood in the season of pressure. 

Hypothalamus-Pituitary-Adrenal (HPA) axis is a mind boggling set of impacts and 

input between three endocrine organs of nerve center, pituitary, and adrenal organs. 

Common communications between these three organs shapes HP A hub which 

structure significant piece of the neuroendocrine framework, control body responses 

to push, and directs numerous real procedures incorporate processing, immune 

system framework, state of mind, sexual cycles, and sparing and utilization of 

vitality. HPA pivot is a multi-organize pathway in which data are moved by 

concoction flag-bearers starting with one point then onto the next purpose of the 

body. Each stage, not just exchanges the data to invigorate the following area, yet 

additionally gets input from delivery people which are been created in the following 

stages so as to fortify its past stages and additionally debilitate them (feedback 

mechanism) (Liu, Ein, and Vickers, 2019). 

2.3 Definition of Stress 

As indicated by Amir Mohammad, Esfandiar Azad and Maryam (2015), the primary 

problem m stress research is the definition. Stress is an equivocal and vast idea 

credited to many phenomena and definitions. The differed stress concepts are 

because of both characteristics of stress and its insufficiency. Its qualities are 

multidimensional and covers a wide scope of everyday life encounters. In view of the 

study by Amir Mohammad, Esfandiar Azad and Maryam (2015), in a far reaching 
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and basic definition stress is any impact caused by internal as well as external 

environment in the living being that disrupts its homeostasis, albeit finding dominant 

definitions. 

Liu, Ein, Gervasio and Vickers (2019) characterized push as a set of reactions 

mounted within the nearness of a seen request, danger, or challenge. These intense, 

short-term reactions can serve an adaptive function, mobilising energy and bodily 

resources and conveying them all through the body where required. Persistent 

actuation of these reactions, in any case, can exhaust our bodies' assets, coming 

about in wear and tear over time. Accentuation set exclusively on the stretch disposal 

may diminish the individual's endeavours and flexibility capacity. 

It is significantly troublesome and confounded to decide the pressure-causing. Nearly 

everything in life may prompt pressure (Au and Pervais, 2016). Stress factors or 

stressors are examined according to groups (Bhui, Dinos, Galant-Miecznikowska, de 

Jongh and Stansfeld, 2016). Therefore, stress is a concept incorporating the 

environment and personal interactions. Stress is prevalent in today's organisations 

with heavy competitions experienced. Stress is the most effective factor gearing job 

satisfaction, performance and efficiency, as well as absenteeism (Kundaragi and 

Kadakol, 2015). According to the America Institutions of Stress (AIS), chronic stress 

contributes to health problems in terms of costs, disability, and performance 

standards. Mosley (2001) viewed stress as a stimulus from the outside that wears and 

tears the psychological and physical well-being of an individual. Stress deviates a 

person from functioning normally. Bratton and Gold (1999) mentioned that stress has 
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become a regular vocabulary for managers and employees and has an effect on 

efficiency. Subbulaxmi (2002) discovered the magnitude of effects of stress on 

employees and organisations where both suffer. Sickness prevents people from 

working and the associated cost is significant to the employers. Constraints and 

demands are common with stress. 

In light of the literature review, stress could be ordered by the type of the stressor 

depending on whether or not it is physiological or psychological in nature, its 

significance on an individual.(positive eustress, negative distress), as well as the 

stressor's exposure duration (intense or short term, chronic or long term). 

2.4 Occupational Stress 

Occupational stress, work stress or job stress, according to Ali Mohammad (2014), is 

a kind of response that occurs both physically and emotionally when a job 

requirement does not meet or match the capabilities, needs and provided resources, 

which somehow can be harmful. It can also be defined as the direct result having a 

poor person-environment fit. Regarding the sources of occupational stress, 

researchers studied that there are different kinds of sources of stress explained by 

different authors. There are both positive and negative value of stress. Stress provide 

opportunity when it offers potential gain. A stress that is related to challenges at 

working environment works differently from the stress that obstruct workers from 

reaching their objectives. The early evidence recommends that challenge stress gives 

lesser negative impacts than hindrance stress. 
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Kaewanuchit, Muntaner and Isha (2015) defined occupational stress as occupational 

health concept on social factors of health in psychological dimension, particularly in 

job and environmental conditions. Teaching in university is fundamentally 

considered as low stress career (Kaewanuchit, and Isha, 2015). 

Work related pressure is a business related boosts or occupation stressors that 

prompts physical, social, or mental impacts. It is a sort of strain that impacts the 

prosperity of both the laborers and the association. Not all stressors lead to strains, 

anyway all strains are a delayed consequence of stressors, genuine or saw. Essential 

terms much of the time used then again with work pressure are word related pressure, 

work pressure, and business related pressure. In the interim terms used 

correspondingly with occupation stressors incorporate work stressors, and as the 

identity of the sort of stressor may incorporate psychosocial stressor, obstacle 

stressor, and challenge stressor. Worry in the working environment has turned into a 

noteworthy issue nowadays as it gives direct negative effect on people who 

experience it and organizations who pay for it, which in a roundabout way prompts 

loss of efficiency (Dopkeen and DuBois, 2014). For example, the business related 

worry of U.K. open government employees, as indicated by French (2015), climbed 

up from 10.8% in 2006 to 22.4% in 2013. It was additionally detailed that around 

33% of the workforce took leaves for over 20 days because of medical problems 

identified with pressure and over half present at work was sick. These discoveries 

compare with the report given by International Labor Organization report (ILO, 
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2012), whereby half to 60% of all nonappearance is ascribed to business related 

pressure. 

The work related pressure prevalence isn't reducing, paymg little heed to the 

improvement of mechanical and productivity. Stress sources, for instance, 

outstanding task at hand, seem to exacerbate it with improvements in innovation. 

Likewise, the likelihood to get to portable innovation and virtual work stations is 

associating people to their work more than ever (ILO, 2012). Despite what might be 

expected, disregarding these mounting business related stressors and clear monetary 

and execution results, a couple of individuals are reporting they are less "pushed," 

yet essentially in light of the fact that "stress has transformed into the new typical" 

(Jayson, 2012). 

This new typical is most likely going to start the psychological and physiological 

sickness. Siegrist (2010) battles that working conditions, particularly psychosocial 

stressors that are viewed as ominous relationship with others and self, and a dormant 

lifestyle (sustained with work area employments) are logically adding to 

cardiovascular infirmity. These components together legitimize a need to continue in 

transit of helping individuals to perceive and adjust to malignant work environment 

stressors and, likewise huge, to find ways to deal with assistance associations balance 

destructive stressors over which they have control, similarly as executing approaches 

or instruments to help representatives to deal with these stressors and coming about 

strains. Close by the more unmistakable spotlight on directing natural confinements 
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are mediations that can be used to maintain a strategic distance from uneasiness, poor 

frames of mind toward the workplace conditions and strategies, and coming about 

cardiovascular ailment, truancy, and poor employment execution (Siegrist, 2010). 

Without a doubt, even the ILO has displayed a guide on how the workplace can help 

maintain a strategic distance from unsafe occupation stressors ( or impediment 

stressors) or conceivably help laborers to adjust to them. Reliable with the view that 

prosperity isn't the nonappearance of stressors or strains and with the view that 

positive brain research offers a focal point for proactively avoiding stressors, the ILO 

advances growing danger protect assessments, mediations to tum away and control 

stressors, genuine hierarchical correspondence, laborers' commitment in basic 

leadership, systems and components for work environment social help, awareness of 

how working identifies with living conditions, security and prosperity in the 

association (ILO, N.D.). The field of current and authoritative (IO) brain science 

supports the ILO's recommendations. 

IO brain research sees work worry as the advancement of a person's collaboration 

with different pieces of the hierarchical work environment, work plan, and state of 

works. Interventions to regulate work pressure, hence, pointed for the most part 

around the psychosocial factors of the individual and his or her relationship with 

others and the socio-specialized components related with the work environment and 

work forms. Seeing work worry from the perspective of the individual and the 

encompassing originates from Kurt Lewin's (I 936) work that stipulates that a 
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person's psychological wellbeing and practices are an element of the person inside a 

specific encompassing or situation. Portions of the working environment that impact 

individuals' mental states and practices incorporate authoritative chain of command, 

hierarchical air, resources for assistance a person's ability to fulfil work 

commitments, and the administration structure. Employment configuration suggests 

each supporter's occupations and obligations in regards to finishing destinations 

related with the work. Finally, working conditions insinuates not only to the physical 

condition, yet in addition the relational relationship with various benefactors. 

All of the work environment conditions recognized may be viewed as possibly 

harmful or as an opportunity to the person. Exactly when a stressor is viewed as a 

danger to accomplishing needed targets or results, the stressor may be named as an 

obstacle stressor. At the point when the stressor is viewed as an opportunity to 

accomplish a perfect target or end state, it may be named as a test stressor. The two 

difficulties, for instance, distress and remaining main job just as hindrance in light of 

the obscurity and struggle of job, stressors could provoke strains that are estimated 

by anxiety, depersonalization, wretchedness, passionate exhaustion, disappointment, 

wellbeing objections, antagonistic vibe, ailment, physical manifestations, and 

pressure. Regardless, challenge stressors emphatically relate with inspiration and 

execution, however impediment stressors antagonistically relate with inspiration and 

execution. What is more, inspiration and strains in part mediate the association 

among obstacle and challenge stressors with execution. 
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In the last few decades, stress and the impacts it brings have gotten much interest in 

associations. Stress impacts affects hierarchical individuals' presentation and 

exercises. Chiefs, staff, and customers of a given association, under mental pressure, 

would be caught in single mental states and act in a way that clearly reflects in 

authoritative result. Mental strain has moreover physical impacts and makes 

enormous damages to associations. Intense pressure cripples authoritative work 

power and makes hierarchical destinations temperamental. Writing audit about word 

related pressure uncovered seven noteworthy definition in this area with the 

predominance of the World Health Organization's meaning of word related pressure 

which recognizes it as a reaction of individual at whatever point going up against to 

employment requests that don't accommodate their insight and capacity, and one that 

difficulties their capacity (Nor Amalina, Huda and Hejar 2015). 

Brisk changes in data and innovation realizes tremendous modifications in 

hierarchical structures and destinations. These progressions in hierarchical nature 

have extended the amount of unpleasant workplaces which show themselves in 

different way. These habits incorporate wildness in working environment, less 

occasions, all the more working hours, inadequate prizes, delicate eventual fate of 

word related advancements, increment in time press, and absence of help, 

withdrawal, badgering, job strife, and issues identified with occupation life balance. 

Nor Amalina, Huda and Hejar (2015) revealed that word related pressure is the most 

well-known condition experienced by laborers which happens when there is a 

contention between the work environment, outstanding task at hand and the capacity 
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of a person to deal with the circumstance. Occupation stress is the most well-known 

condition experienced by laborers which happens because of different socio-statistic 

and work factors. 

2.5 Causes of Stress at Workplace 

Work related pressure happens when requests and weights don't coordinate 

representatives' learning, capacities and adapting aptitudes. Work configuration, 

work association and the board that are poor can add to psycho-social dangers to the 

representatives which cause negative results, for example, business related pressure, 

burnout and wretchedness. 

A portion of the conditions that reason working environment stress are over the top 

outstanding burdens, absence of job clearness or clashing jobs, work frailty, 

inadequately overseen association, absence of help from higher administration and 

incapable correspondence. Various factors incorporate relational clash, physical and 

mental maltreatment, inappropriate behaviour, brutality and nonappearance of help 

from partners and life accomplice for work-home interface. 

Meanwhile, a big proportion of Telecom staff in France has committed suicide in 

2012 due to causes implicated to job stress (International Labour Organisation, 

2012). The studies conducted in Malaysia show that job stress is prevailing and 

giving rise to chronic health problems (Rusli et al., 2006). Job stress happen as a 
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result of heavy workload, extra working hours, hazardous working environment, 

isolation, negative relationship among employees and the organizations that they are 

employed ar such as lack of job fulfilment, bullying and harassment. (Colligan and 

Higgins 2006; Buyukhatipoqlu et al., 2010). 

The stressful conditions tend to increase their distress which causes low productivity 

and brings negative impact on their family's life and behaviour, as well as increasing 

the chance of gaining chronic health issues (Rush et al., 2006; Gillespie et al., 2001 ). 

Previous studies have shown that Malaysian academic staff face high job stress. This 

is largely due to the development of Malaysian tertiary education sectors where 

conflicts in role and role ambiguity occur (Zafir & Hizam, 2013;  Idris, 2009). 

Furthermore, a study done by Safaria et al., (2013) has found that Malaysian 

academic staff experienced daily stress-related situation in their daily routine. 

Work stress has turned into a significant and critical factor in the present aggressive 

and fast evolving environment, which results in considerable expenses to workers 

and organisation (Chahabra and Mohanty, 2013). Stress is characterized as a person's 

psychological, physiological and behavioural reaction when an absence of harmony 

is seen between the demands and the adapting capacity to these demands. It 

unequivocally impacts personal and professional lives. Stress is one of the permanent 

part of every occupation and performance in job, contingent upon how it is seen and 

experienced. Executives can distinctively perceive the same stress level, prompting 

the distinctions in their performance. The work stress experience has involved in a 

person's and organisation's negative outcome development for quite some time. 
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General wellbeing just as levels of fulfillment of duty to the organisation has each 

been distinguished in the literature as diminishing because of the workers 

encountering work pressure. 

The "occupational stress" phrasing is utilized reciprocally with work pressure as well 

as employment stress yet its significance alludes to a similar concern (J asmani and 

Abdul Jumaat, 2011) .  Occupation stress is a noteworthy idea in contemplating the 

reactions of worker's reactions to their workplaces.Numerous difficulties emerge in 

the workplace due to uplifted challenge, expanded work targets, dangers of 

employment misfortune, authoritative change, absence of existence, innovative 

advancement, clashing interest from hierarchical partners, expanded utilization of 

participatory administration and computerization, more prominent vulnerability and 

others. Stress results when a person had to pose challenge or threat, where it also 

could affect humau's individual ability which will interrupt the researcher 

psychological equilibrium. (Jasmani and Abdul Jumaat, 2011) .  

Occupational stress is the most mutual sources for many people especially when it is 

hard to change jobs due to economic factor and it can also cause a wide range of 

different health conditions (Ahmad Nur Azam, et al, 2017). Many studies had been 

done regarding on the effect of occupational stress such as study done by Masoud 

Lotfizadeh, Namaitijiang Mainaiti and Noor Hassim Ismail on Occupational Stress 

Among White Collar Steel Company in Iran (2014) which they found that, any 

activity that are related to economic problem is the main sources of stress (59 

percent). They also mentioned that low productivity, truancy, and higher number of 
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accidents on and off the job have something to do with occupational stress and 

stressful working condition (Lotfizadeh, Maimait, & Ismail, 2014). 

Based on K.P. Mani, and R. Gayatri (2014), stress consistently contributes to 

burnout, mishap dangers and sickness like hypertension, coronary heart disease and 

extreme depression to the laborers which will lead them to encounter low quality of 

performance, lower work satisfaction, high turnover and work truancy or absence of 

focus at work (Mani, Sritharan and Ga.yatri, 2014). Moreover, physiological, 

emotional, and social levels, and in their free time and family life, could affect 

individual. In addition, stress can happen in a short-term response, which individual 

who encompass with high demands of job and low job control could resulted in high 

blood pressure (Olusegun, Oluwasayo, and Olawoyim, 2014). 

2.6 Definition of Occupational Stress Factors 

Individuals talk about stress and feeling stress, generally when they assume they 

have an excessive amount of task to do and a lot on their mind, or other individuals 

are making outlandish requests on them, or they are managing circumstances that 

they don't have command over (Kundaragi and Kadakol, 2015). 

Stress sources are called stress factors or stressors. Stressors are defined as factors, 

which threaten individuals' psychological and physical well-being .On a very basic 

level, destructive factors in the work environment can influence a person's physical 

and mental prosperity harmfully, the same amount of as the association's prosperity . 
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It turns into the obligation of the administration to check out the association's 

prosperity, which fuses the prosperity and strength of its laborers, if the association 

wishes to thrive and be gainful (Glazer and Cong (2017). As demonstrated by Page 

and Vella-Brodrick's (2009) worker well-being model, worker prosperity results 

from abstract prosperity, work environment prosperity, and mental prosperity. 

Unfortunate occupation stressors are most likely going to antagonistically impact 

workplace prosperity and therefore influences the representatives' prosperity 

generally. Since work pressure is a critical authoritative anguish point and they as 

often as possible use authoritative advisors to help recognize and remediate misery 

focuses, the accentuation here is on progressive improvement (OD) structures; a 

couple of work pressure systems are presented that together sign territories where 

associations may center their endeavors for an adjustment in worker practices, 

frames of mind, and execution, just as the association's exhibition and atmosphere. 

Kaewanuchit, Muntaner and Isha (2015) clarified occupational stress as a dimension 

of the occupational health concept in psychosocial dimension on social determinants 

of health, particularly, in employment and environment conditions. At the same 

times, teaching in university is generally perceived as a low stress occupation. 

Today, occupational stress can be observed in all occupations and has created many 

problems for individuals and organisations (Reza, Shahriar, Nader and Mahdieh, 

2018). 
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2.7 Types of Occupational Stress Factors 

Ekundayo (2014) discussed that pressure causes are numerous as well as they are 

perplexing and inseparably between woven. The pressure causes can be either 

because of remote or quick factors; they can likewise be remotely incited or because 

of powers working inside the person. Outside elements are authoritative large scale 

as well as smaller scale condition factors which go about as stressors upon the 

person. Endogenous powers work inside the individual and are of variables like 

character attributes, mental highlights, for example, frame of mind, enthusiastic aura, 

inadequacy or prevalence complex, inner-directedness or extroversion and so on. 

Exogenous (outside causes) incorporate socio-political, social, religious, financial 

authoritative structure, atmosphere and vocation improvement arrangement. Since 

individuals vary generally in age, financial position and level of development, 

individuals respond contrastingly to stressors. What may be increasingly distressing 

to one individual might be less to someone else. A calm life would possibly exist if 

the earth puts no interest at all upon individuals and on the off chance that they have 

no close to home needs to satisfy. (Ekundayo, 2014). 

Kundaragi and Karokol in their 2015 report explained the following types of stress 

prevalent among humans: 

Eustress: This constructive pressure makes individuals feel better and exerts healthy 

effect. This sort of stress happens in a brief timeframe. Eustress enables an individual 

to produce ideal yield in the individual's best performance. In such circumstance, the 
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individual might be excited and additionally energized in whatever circumstances the 

individual might be in. 

Distress: This stress is known as a negative or terrible pressure. It is something 

contrary to Eustress. The causes might be the demise of friends and family and 

overwhelming remaining task at hand, to give some examples. It has two sorts which 

are acute stress and chronic stress. 

Hyper-Stress: This sort of stress happens when the individual is pushed past his or 

her breaking points. It more often than not happens because of remaining task at 

hand or being over worked. This kind of stress happens when there are steady 

substantial financial problems, work both at home and office, ceaseless pressure, and 

travelling day and night. 

Hypo-stress: This is a direct inverse of hyper-stress. This sort of stress is experienced 

by individuals when they continually feel bored, encountering same errand again and 

again, restless work and absence of motivation. Bucurean and Costin (2011) added 

two more to the list of types of stress: 

Acute stress: This shows up when a change changes one of the standard works that 

an individual does. Despite the fact that it is by all accounts an exceptional pressure 

type, it passes in all respects rapidly. The indications to that sort of stress are cerebral 

pains, hypertensions, and fast heartbeat and stomach issues. 
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Chronic stress: This is viewed as the most genome pressure type and can be 

exceptionally hurtful for individuals' wellbeing. It happens when something changes 

the daily practice for an extensive stretch of time, from weeks to years. This sort of 

stress shows up when confronting a few work or individual disappointments. 

Md. Asadul, Amer Hamzah, Md. Abdul, Md. Sohel and Roy (2017) had identified 

more than forty interacting factors as major stress sources in organisations. However, 

Kundaragi and Kadakol (2015) and Codo (2014) had classified the occupational 

stress factors into three basic categories: 

Environmental, personal and organisational. According to Guinot, Chiva and Roca 

Puig (2014), the categories are then further divided as explained below. 

2.7.1 Environmental Stress Factors 

Human conditions, a depiction of a natural system, are multifaceted, and their 

characteristic, social, and individual spaces are significantly factor because of 

assorted variety in human environments, transformative narratives, social structures, 

and individual choices (Bhatnagar, 2017). Aggregating verification sponsorships the 

idea that biological highlights, for instance, the diurnal cycles of night and day, 

presentation of daylight, seasons, and geographic qualities of the regular habitat, for 

instance, height, scope and green spaces are critical determinants of stress which 

prompts cardiovascular wellbeing and CVD chance (Bhatnagar, 2017). 
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John Jr (2013) characterized worry as an activity, operator or condition that 

debilitates the structure or capacity of a natural framework, and in this investigation 

human. Three segments are associated with the relationship that characterizes natural 

pressure. To begin with, there is simply the ecological worry as characterized 

beforehand. In any case, the natural pressure must be characterized in reference to its 

association with some organic frameworks. In this way, there must be a receptor - an 

organic framework that is presented to the natural pressure. At last, there must be an 

antagonistic reaction - a specific receptor structure or capacity that is changed by 

ecological pressure presentation to framework impeding. On the off chance that the 

survival of that natural framework (or another) isn't undermined by the change, at 

that point there is no ecological pressure (John Jr, 2013). Kundaragi and Karokol 

(2015) dense the natural stressors as atmosphere, uproar, swarming, defilement, 

traffic, absence of security and unsatisfactory lodging, and infringement of law. As 

per Najmeh, Khosro, Zahra and Siamak (2018), natural pressure can be characterized 

as psychological, passionate, and social reactions to an ecological upgrade or 

stressor. Four kinds of ecological stressors incorporate destructive occasions, 

upsetting life occasions, day by day bothers, and surrounding stressors. Destructive 

occasions incorporate rare occasions, for example, catastrophic events that majorly 

affect individuals and their condition and will in general influence bigger gatherings 

of individuals. 

Surrounding stressors, for example, air contamination or commotion are additionally 

alluded to as foundation stressors. Encompassing stressors are depicted as constant, 

non-critical, and adversely esteemed ecological stressors that are detectable yet may 
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go unnoticed. Natural pressure can assumes a significant job particularly in planning 

of our condition. Major encompassing ecological stressors are light, shading, 

commotion, and temperature. The primary social natural stressors are physical 

protection, individual space, swarming, territoriality, and different variables like green 

space (Najmeh, Khosro, Zahra and Siamak, 2018). 

The natural pressure factor suggests standard or merciless contact with boisterous or 

irritating commotions, earth, concoction or dangerous substances, or poor ergonomic 

conditions, for example, looking at a screen or sit in a cumbersome/uneasy position 

for a significant period of time. Work-schedule related in like manner can add to 

natural pressure factor. These stressors start from working time strategies like move 

and night work, long working hours, and staying at work longer than required time 

hours (Codo, 2014). 

Qureshi (2017) underlined that activity stress isn't just restricted to things that occur 

during the working hours, inside the association however it is additionally 

contributed by extra-hierarchical variables. Instances of extra-hierarchical elements 

which likewise fall under ecological variables are poor areas having absence of 

political soundness and vulnerability and other political components make the 

laborers under pressure; the ascent in financial vulnerability because of minor 

subsidence and monetary descending swings bringing about individuals getting 

stressed over their own security as a result of changeless decreases in the work 

power, brief cutback or decrease in pay. Innovative vulnerability results from the 

present period of mechanical advancement. New developments make a 
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representative's aptitudes and experience outdated in a limited ability to focus time. 

Society pays an overwhelming cost for traffic. It prompts loss of time, more pollution 

as well as more spending on fuel. Sitting in traffic gridlock is additionally a very 

unpleasant encounter. It can make one arrive late to work or miss a conference, flight 

or court appearance. Be that as it may, there might be one more shrouded expense of 

traffic. Research has connected traffic to negative emotional wellness results, 

including stress and aggression. Traffic congestion leads to greater emotional health 

effects, mostly stress (80.4 percent) (Abdulla, Basil, Haya, Rawan and Reham, 

2016). 

The natural ecosystem is the most primitive part of the human environment which 

incorporates the steady day/night cycle, the changing seasons, and the local geology 

features, a somewhat invariant arrangement of conditions that have been the essential 

determinants of human development to date, and which keep on exerting a robust 

effect on human physiology, psychology, and well- being. During early human 

development, other living things, for example, microorganisms, viruses, predators, 

parasites, and pests were a significant health-relevant element of the natural 

environment. Be that as it may, with expanding civilisation, these dangers is 

becoming more limited. 

Presently, the rates of parasitic and contagious illnesses have dropped and, even in 

developing nations, non-communicable diseases have risen as real threats to human 

health. In addition, with expanding cultural assimilation, people have made 

complicated social environments. These environments have turned into the essential 
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areas of human activity, and they moderate both the autogenic and pathogenic 

impacts of the natural environment on people. Inside such natural and social areas. 

However, people with their propelled objective and subjective capacities, make 

individual environments, which they populate by their very own personal decisions. 

Being a proximal and supple area, the individual environment is a significant human 

well-being determinant. Direct exposure studies with people have demonstrated that 

a simulation of traffic commotion cause the rise of blood pressure, heart rate, and 

cardiac output; impacts that are probably going to be intervened by the discharge of 

catecholamine, cortisol, and other stress hormones. Besides, it might be additionally 

important to consider experiential factors, for example, affective background, 

cognitive and relational experience. 

2. 7 .2 Organisational Stress Factors 

Organisational stressors compnse deadlines, job interviews, presentations, and 

demands for time and attention (Bucurean and Costin, 201 1  ). Organisational stress 

can be characterized as an emotional, intellectual, behavioural and physiological 

reaction to the forceful and unsafe factors at work, workplace and organisational 

atmosphere. It is a condition described by haplessness feeling in unravelling errands. 

Organisational stressors include a number of stress-causing factors that cause stress. 

There are various employment factors that creates stress, for example, long working 

hours, substantial outstanding work, shift work and lesser rest breaks, and boisterous 

routine assignments. 
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This organisational stress includes high intricacy or tedium levels, frequent workflow 

disturbances, high time pressure, and having an overwhelming workload. Numerous 

occupations in the service sector require emotional labour, where workers required to 

show or express certain moods. Other task-related stressors include having low job 

control, inconsistent or long work hours, an unjustifiable workplace, and an absence 

of satisfactory assets or other organisational limitations. Individuals additionally 

expenence stress related to their careers. Employment uncertainty, poor career 

prospects, joblessness, underemployment, and being over-qualified for an occupation 

are likewise career-related stressors. Work stressors can come as changes in 

organisation, for example, mergers, cutting back, or executing new technologies. 

These stressors can have an additional punch since they may bring about another sort 

of stressors, similar to work uncertainty and work environment conflicts ( Codo 

2014). 

Ahmad, Qureshi and Ahmad (2017) found that groups can also be a potential stress 

source. Conflicts or poor interpersonal relationships lead to another stress cause. 

These conflicts can be among subordinates and the boss or between members of the 

group. Unions or the groups are influential on the job satisfaction, performance and 

employees' behaviour. Group stressors can be divided into the following factors. 

Group cohesiveness is vital to the individuals, especially the subordinates. 

Nonattendance of cohesiveness can be especially upsetting, especially for those 

individuals who can't thrive in segregation. Organisational environment is also built 

with the help of the interpersonal or group relationships. Organisational climate must 
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be task oriented, relaxed and friendly (Ahmad, Qureshi and Ahmad, 2017). 

These causes for the organisation stressors can be one or a mixture of the following: 

• 

• 

• 

• 

• 

• 

• 

• 

2.7.3 

the diversity and intricacy of errands; 

greater obligations that require management positions; 

concern for the organisation's future; 

being aware of the possible effects of a poor decision that is made; 

unsuitable management style; 

too much centralization of authority; 

the presence of poorly professional trained subordinates; 

the extension of work program because of the rise of some special situations . 

Personal Stress Factor 

Physiological: - Physiological stressors incorporate quick development of 

youthfulness, menopause, sickness, maturing, conceiving an offspring, mishaps, 

absence of activity, poor nourishment, and rest aggravations. 

Thoughts: - Human brain deciphers and sees circumstances as stressful, 

troublesome, agonizing or pleasant, in such circumstance our mind decides if they 

are problems to us or not. Sources can be money related emergency, job interviews, 

presentations, contradiction in ideas, requests for time and attention, loss of a friend 

or family member, divorce, and co-child rearing. 
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Stressful life events like family problems or illness denote personal events that 

people may experience on a daily basis (Najmeh, Khosro, Zahra and Siamak, 2018). 

These include individual's organisational purpose or role, or the need to wear 

numerous hats to contend with each other. These issues are infamous for one 

employee with more than one boss. Stress can come in shape of contending work and 

family life jobs like in the work-family conflict case. Poor social communications 

with supervisor, colleagues, or troublesome clients are recorded as social stressors. 

Others includes conflicts, harassment, mobbing, bullying, aggression, and abusive 

supervision (Codo 2014). Personal or individual stressors, as discussed by Ahmad, 

Qureshi and Ahmad (2017) depend on individual's character and personality. Human 

beings have two personality types: type-A and type-B. The individuals having type 

A personality are aggressively driven and more prone to stress. 

Whereas those having type-B personalities are more relaxed during work and 

personal life (Ahmad, Qureshi and Ahmad, 2017). Still under personal stressors, 

Huang Song, and colleagues (2019) found that the vast majority are, sooner or later 

during their life, found themselves psychological trauma or stressful life events, for 

example, the demise of a friend or family member, a diagnosis of perilous ailment, 

natural disasters, or violence. Accumulating proof proposes that such afflictions may 

prompt worse risk of a few noteworthy illnesses ( counting cardiovascular morbidity, 

injury, infection, and certain immune system illness except cancer) and mortality, 

with the biggest hazard typically noted among individuals who suffer from 

psychiatric disorders as trauma result. 
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Stress related issue are a get-together of mental issue for which one of the 

symptomatic criteria is the presence of a previous troubling life event. Dependent 

upon the sort of stressor, the signs detailed, and their term, such scatters are 

essentially named extraordinary pressure reaction, post- horrendous pressure issue 

Post Traumatic Stress Disorder (PTSD), and change issue. The nearness of a 

dangerous horrendous accident is an essential for the previous two issue, while 

modification issue for the most part alludes to physical or mental misery ( alteration 

disorders) activated by a recognizable and critical life change. PTSD is the most 

serious and broadly considered type of pressure related issue, described by re 

experiencing, evasion, negative perceptions and mind-set, and hyperarousal 

following the awful mishap. 

2.8 Definition of Middle Managers 

As indicated by Reh (2017), a middle manager is portrayed as a man burdened with 

the commitment of others' weight. Supervisors or middle managers involved 

genuinely in serving clients, making and offering the association's items or benefits, 

and giving inside help to different gatherings. Additionally, managers serve to 

diminish the hole between senior organization for unravelling higher-procedures and 

focuses into working plans that drive the business (Reh, 2017). The testing some 

portion of the director is committed to senior experts for execution and to bleeding 

edge agents for heading, inspiration, and support. More often than not for head to 

feel as if they are pulled between the solicitations of best pioneers and the necessities 

of the general population playing out created by the firm. Reh (2017) underscored 
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that the best yield of middle managers comprehends the job they have impact their 

group and their group's exhibition and it is never about themselves. These recognized 

abilities distinguished require diligent work to create and these administrators 

appreciate their colleagues' achievements and accomplishments. The profession in 

the board is testing and energizing. What's more, this is the place the pressure begins 

to sneak in. 

Zahra (2004) examined that, for an association to achieve authoritative targets, 

different organization levels are locked in with different degrees of capacity, expert, 

and commitment. The breath of intensity and commitment in an association depends 

upon an indisputable importance of the administration stages. Since one of the 

organization level which takes part in various restrictive undertakings inside the 

association is centre administration, it is essential to recognize centre administration 

and to describe their capacities (Zahra, 2004 ). 

Administrative positions are described as vanous commitments and necessities 

related with executing administrative occupation. Administrative positions are more 

than required activities; rather, they encompass the activities, data, aptitudes, and 

attributes are required to execute administrative employment. Administrative 

employments contrast depend upon the setting of the association. Thusly, thinks 

about show that the requirements of administrative activity appear to be steady for a 

considerable length of time; nonetheless, the noteworthiness of a specific job 

depends upon the setting of the association and chiefs can expect one or a couple of 

jobs at a given point in time (Zahra, 2002). 
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The unlucky deficiencies of consistency m a complete typology of centre 

administration jobs are clear and there is an adequate cover between segments of 

jobs. Regardless, the purpose behind this portion is to speak to the job of centre 

administration. Thusly, layouts of centre administration jobs are ordered to five 

primary jobs which are key jobs, authoritative jobs, initiative, basic leadership just as 

correspondence which can be subcategorised to the level of jobs dependent on the 

setting of the association, time and demeanours of centre supervisors (Zahra, 2002). 

Middle managers have the fundamental job that incorporates of supporting, mixing, 

helping and actualising. In the supporting job, centre directors present creative 

considerations and business opportunities to top administration. Characterizing and 

blending both key and hands-on information similarly as offering issues to top 

administration are practices for passing on the mixing job. The course of 

correspondence in these jobs is upward, while helping and actualising jobs have 

plunging course. In the helping job, middle managers develop differing flexibility to 

procedures and changes (Zahra, 2002). 

They share information and they can direction for adjustment, for instance, they can 

help agreeable prioritization of wellbeing targets and learning. Centre supervisors 

realize the organized system or key decisions. They move the far reaching and whole 

deal key destinations from corporate focus to solitary execution plans and flitting 

operational objectives which are completed by neighbourhood directors in the field. 

Consequently, they push, guide and inspire their subordinators. Correspondence and 
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collaboration is another essential job of middle managers that includes associating 

with individuals from the outside of the association, comprehension and 

understanding of course of action, information separating, and organizing. Their 

particular positions in interpersonal organization add to both between authoritative 

community oriented relationship and intra-hierarchical relationship. Other than that, 

they speak with top administration, similarly as cutting edge supervisors; 

accordingly, they sway both upwards and downwards and on a level plane. As such, 

they have a potential for association, staggered or far and away superior system 

impacts. Middle managers concede to the mutual conviction just as interferences 

given ascent from an outside situation to create hierarchical objectives. 

Middle managers are particularly experienced segment of the association. Then, 

administrators have great specialized aptitudes yet they are absence of administrative 

abilities. The ranking director, then again, performs administrative jobs and a long 

way from doing specific aptitudes. Middle managers require both specialized and 

administrative jobs. They perform authoritative, for instance, delegate exercises, 

arranging the money, making plan, utilizing and ending, all the while, they should 

have enough learning background about specialized issues in their units. 

Administration is another key job for middle managers and also includes supervision, 

inspiration, and fortress support, manage, control, and judge. Middle managers are 

driving their specialties to achieve authoritative destinations. They are embedded 

pioneers or second-level pioneer who are driving others, while answering to higher 

level pioneers. They show both transformational and value-based authority. They use 
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transformational administration by stronghold, supervtsion, and control to fortify 

those under them just as getting their help through value-based. Middle managers 

expand the impact of the higher level pioneers over lower level laborers. They also 

set rules and standards for lower level and they are responsible for keeping the 

steadiness and making the present administrations and arrangements better. 

It is revealed that there is the nonappearance of depicting and making decisional jobs 

Middle managers. Nevertheless, they are semi-self-ruling under any conditions. They 

have in one hand the privilege to choose; while then again, they face requirements 

for taking decisions. They can pick about what to investigate and the other way 

around, when is the most ideal time to execute something or to offer the issues to 

ranking directors. 

Directors experience struggle of needs due to managing different assignments, and 

thusly consider this to be irreconcilable situation. Along these lines, compromise 

decision is one fundamental piece of their rule jobs. Business enterprise identifies 

with how centre directors recognize and produce new contemplations which can 

affect the point of confinement of advancement in associations. They can be the 

fundamental wellspring of business person activities or they can improve enterprise 

of cutting edge administrators by supporting and motivating as well as training the 

crisp, innovative thoughts of middle managers. 
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2.9 Consequences of Occupational Stress on Middle Managers 

There are adverse outcomes of occupational stress on middle managers in any 

organisations. Health and well-being of the managers are seriously threatened due to 

the occupational stressors. Ali Mohammad (2014) has found in his study that 

physical, mental and social illness are among the adverse effects of the occupational 

stress for managers. Among the effects would be binge eating, emotional exhaustion, 

sleeping problem, depression, mood swing and suicidal tendencies. 

Occupational stress is also linked to the performance of the managers on the 

organisational level. Stress causes decreased attention and concentration, as well as 

affects the decision-marking and judgement skills. A strong reciprocal relationship 

exists between occupational stress and the life of a working employee: morale, 

motivation, job satisfaction and organisational commitment. Increased burnout, 

exhaustion in terms of physical, mental and emotion, absenteeism and intention to 

leave workplace are also effects of stress (Ali Mohammad, 2014). 

2.10 Summary 

Based on literature reviews, there are vanous factors that causmg stress among 

managers. Thus, with these factors, we can identify the significant factors of stress 

among middle managers in the selected private higher education institution in Klang 

Valley. 
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CHAPTER THREE 

METHODOLOGY 

3.1 Introduction 

This chapter discusses research framework, hypothesis, research design, operational 

definition, design sampling, data collection, and measurement of variables, data 

collection procedure and data analysis technique. From the model, four hypotheses 

are drawn. Research questions are transformed into a theoretical model consisting of 

theoretical constructs, causal relationship and measures. The theoretical model is 

generally developed based on literature analysis. 

3.2 Research Framework 

The model chosen as the theoretical foundation of this study is the Job-Demand 

Resource Model of stress (JD-R).This model is utilised to examine how job 

characteristic contribute to explaining variance in stress. This model also has been 

tested in various work settings and has been found to be empirically sound. The JD-R 

is now a popular theory for understanding stress in the workplace (Boxall et al. 

2016). The JD-R model is based on previous theoretical and empirical developments 
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which have shown that 'stress or work tension results from two interrelated 

phenomena, the organisational and job constraints with which employees are 

confronted, and the degree of job control that employees may use to deal with their 

job requirements and work challenges. According to (Maslach , 1996; Karasek, 1979; 

and Bakker, 2008) although demands or pressures are excessive, both physical and 

psychosocial can have an impact in particular psychological stress and strain levels. 

People do experience immense strain in their work. To further understand this 

situation, job requirements are defined as working environment aspects that tax 

employees' personal capacity and therefore psychologically and/or physiologically 

linked. Moreover, employment resources category is defined as work environment's 

physical, psychological, social or organisational aspects that can lessen the impact of 

occupational health demands, are functional in work objectives achievement and 

stimulate personal growth and development stated by (Van den Broeck 2008). 

Factors such as work overload, organisational constraints, emotional demands, work 

home conflict and interpersonal conflict demonstrate positive stress when they 

exceed employees' capabilities to adapt (Bakker et al., 2008; Noblet et al., 2006). 

Opportunities for skill utilisation, supervisor support, financial rewards, career 

opportunities, colleague support, autonomy, team cohesion, harmony, and coaching 

are the vital factors recognised to allow employees to work in a good and healthy 

environment (Demerouti ,2001; Johnson and Hall, 1988; Schaufeli and Bakker, 

2008). Overall, the JD-R model allows for assimilation and assessment of a wide 

range of factors that affect, either negatively (job demands) or positively (job 
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resources), employees' well- being.The literature reviews and JD-R model support 

the variables for this research which have been identified. The variables of this 

research are as below: 

Environmental Stressor 

r 

Organisational Stress or 

Personal Stressor 

(Independent Variables) 

Occupational Stressor 

(Dependent Variables) 

Figure 3.1 Research framework 

The research model is developed based on the problem statement that has been 

identified. This model represents the relationship between independent variables 

(Environmental Stressor, Organisational Stressor and Personal Stressor) and 

dependent variable (Occupational stress). 
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3.3 Hypothesis Statement 

This study examines the factors of occupational stress among middle level managers 

in private higher education intuitions in Klang valley. Drawing upon JD-R theory 

and previous empirical studies the hypothesis for this study will be developed for 

empirical testing and validation. The hypotheses are as follows: 

H 1 :  There is a significant relationship between Environmental stressor and 

Occupational stress. 

H2: There is a significant relationship between Organisational stressor and 

Occupational stress. 

H3: There is a significant relationship between Personal stressor and Occupational 

stress. 

3.4 Research Design and Measurement 

Sekaran and Bougie (2013) define research design as a blueprint for a research. 

Research design is important because it serves as guideline outlining collection, 

measurement and analysis of data. This research will be conducted as correlational 

research because this study attempts to examine the relationship between 

occupational stress, environmental stressor, organisational stressor and personal 

stressor. 
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The research design of this study involved data collection technique and analysis in 

order to identify the significant factors of occupational stress among middle level 

managers through a questionnaire which was developed by Blake A.S.(2016) and 

adapted from Shodhganga inflibnet centre. In this study, quantitative approach is 

used to test the variable, and by using it, statistical or numerical analysis of data can 

be obtained through the questionnaire. Furthermore, by using quantitative approach, 

the data gathering is focused on a group of people to explain the phenomena. In other 

way, it can be said that by using quantitative approach, researcher is able to get more 

accurate result with a right target market or sample (Sekaran and Bougie 2013). 

There are four types of scales in research which are nominal scale, ordinal scale, 

interval scale and ratio scale. Each scale has different way to measure the variables. 

In this study, nominal scale and ordinal scale were used to measure the variables. 

The nominal scales is usually used to highlight the differences and is largely adopted 

for qualitative variables in which observations are classified into discrete groups. 

There is no inherent quantitative difference among the categories for nominal scales. 

Among the classic nominal scales used in the behavioural sciences are gender, 

religion, and race (Sekaran & Bougie, 2013). Meanwhile, ordinal scale is normally 

will be used to measure the non-numeric concepts like satisfaction, happiness or 

discomfort. In this study, there are two parts in the questionnaire. Part A comprises 

demographic questions which was designed based on nominal scale such as gender 

and job position. Part B contains variables questions that are measured based on 

ordinal scale. 
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The questions are asked based on five- point Likert scale. The five-point Likert scale 

is ranged from 1 to 5 with each number corresponds to certain effect (I = no effect, 

2= has very little effect, 3=has effect, 4=occasionally effect and 5=significantly 

effect). 

This study aimed to identify the factors of occupational stress among middle level 

managers in private higher education institutions in Klang valley and this research 

made use of close-ended questionnaire for ease of measuring the variables which 

include occupational stressor environmental stressors, organisational stressors and 

personal stressors. This is analysed in the following subsections. 

Table 3.1 Measurement of Occupational Stressor 

Under occupational stress, five items were discerned. These five Occupational stress 

items were adapted from the measurements used in the study at Shodhganga Inflibnet 

centre. (http://shodhganga.inflibnet.ac.in/bitstream/l 0603/5 63 96/14/14 _ appendix. pdf 

Variables Definition Items 

Occupational Occupational stress, or I have to do a lot of work in this job. 

stress or job stress, according to Sometimes it becomes complicated 

Ali Mohammad (2014), problem For me to make adjustment 

in simple terms can be between political/ Group pressures and 

defined as physical and formal rules and instruction 
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emotional responses that The available information relating to my 

occur when the Job role and its outcomes are vague and 

requirements of the job insufficient. 

do not match the Some of my colleagues and subordinates 

capabilities and try to defame and malign me as 

resources provided. unsuccessful 

It is unclear what type of work and 

behaviour my higher authorities and 

colleagues expect from me 

Table 3.2 Measurement of Environmental Stressor 

Five items were adapted from the measurement used m the study of Blake A.S. 

(2016). 

Variable Definition Items 

Environmental The environmental stress Being interrupted b) 

stressor factor means regular or telephone calls. 

harsh contact with loud Having my work frequently 

or irritating noises, dirt, interrupted by staff members 

chemical or toxic who want to talk. 
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substances, or poor 

ergonomic conditions, 

like having to stare at a 

computer screen or sit in 

an 

awkward/uncomfortable 

position for hours on end 

(Codo,2014) 

Table 3.3 Measurement of Organisational Stressor 

Feeling that I have too heavy 

work load, that I cannot 

possible finish during the 

normal work day. 

Feeling I have to participate 

in school activities outside 

of the normal working hour 

at the expense of my 

personal time. 

Imposing excessively hig] 

expectations on myself. 

Five items were adapted from the measurement used m the study of Blake 

A.S.(2016). 

Variables Definition terns 

Drganisational This organisational Supervising and coordinating the task o 

stressor stress includes high many people 
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that members don't understan 

ot knowing what my supervisors thi 

me, or he/she evaluates m 

erformances. 

oals and expectations. 

riting memos, letters, and othe 

ommunications 

that I have too muc 

esponsibility delegated to me by m 

upenor. 

onotony,frequent 

isruptions to 

orkflow,high time 

verload (Codo, 

ressure, and having 

evels of complexity 

Table 3.4 Measurement of Personal Stressor 

Five items were adapted from the measurement used m the study of Blake A.S. 

(2016). 

Variables Definition Items 

Personal stressor These include Speaking in front of group. 
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about one's Feeling that in not fully qualified to handle 

purpose or role to handle my job. 

organisation, or Knowing I can't get information needed to 

having to wear carry out my job properly. 

multiple hats 

that compete 

with one 

another. These 

problems are 

notorious for 

one employee 

with more than 

one boss Codo, 

2014). 

3.5 Data Collection Procedures 

Thinking that I will not able to satisfy the 

conflicting demands of those who have 

authority over me. 

Attempting to meet social expectation 

(housing, clubs, friends, etc.) 

According to (Sekaran and Bougie, 2013), there are several data collection 

procedures that follow a few methods for sustaining the consistency in the research 

studies. The methods are listed below: 

a) Telephone interview 

b) Personal interview 
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c) Observation 

d) Personal interview 

e) By hand distribution of questionnaire 

f) Fax and email questionnaire 

The three standard ways that are commonly applied for researches are by hand 

distribution of questionnaire, observation and interview (Sekaran and Bougie, 2013). 

This study is implementing quantitative approach. Thus, questionnaires will be the 

suitable choice as selected respondents must respond to the questionnaire according 

the range of scale provided. The self-administered questionnaires for the respondents 

were dispatched to them at their respective locations. These instruments were 

employed because of the ease to quantify and analyses. This instrument is also 

suitable for this study because it elicits four elements of the respondent's opinions, 

attitudes, feeling and perception. The components of measurement must be clearly 

labelled based on the properties of the variables, which was done for this study. In 

this study, the researcher personally administered the process of data collection. The 

sample size for this study refers to the table of Krejcie and Morgan (1970). A set of 

questionnaires was distributed to the sampled population. The sampling technique 

will be discussed as follows. 
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3.6 Sampling Techniques 

In this study, the first step taken in the process of selecting the sample was the 

application for permission to collect data from the respective universities. The list of 

private institutions in Klang valley was obtained online. After obtaining the list, the 

researcher communicated with several respective universities' managements by 

email and telephone to get the permission to conduct the survey. 

The research adopted two sampling techniques, namely probability sampling and 

non-probability sampling. Probability sampling has six components such as simple 

random sampling, systematic sampling, stratified sampling, random sampling, cluster 

sampling, area sampling and double sampling. While, non-probability sampling has 

four components such as convenience sampling, judgement sampling, snow ball 

sampling and quota sampling. Both sampling techniques have different pros and 

cons. 

In this study, by using the simple random sampling technique, which is a component 

of probability sampling, the respondents were selected as a sample of the study from 

these respective universities. The respondents are the middle level managers who 

come from various faculties and departments. They are holding different job titles 

like head of department, senior manager, manager, semor assistant manager and 

assistant manager but they are still grouped under middle management. Different 
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universities, use different titles to address their middle-level managers. The number 

of samples in each intuition were determined based on Krejcie and Morgan (1970) 

methods. 

3. 7 Techniques of Data Analysis 

The Statistical Package for Social Science (SPSS) was utilised in this study for data 

analysis. The descriptive statistics used as the data were presented in percentages. 

The descriptive statistics refer to the conversion of raw data into a form that would 

provide information to describe a set factors in a situation that will make them easy 

to understand and interpret. This analysis will provide information for data through 

frequency distribution, central tendency and the dispersion (Sekaran, 2000; Zikmund, 

2000). The use of the Pearson correlation was to examine the correlation of the factor 

of the occupational stress among middle level managers in private higher institutions 

in Klang Valley. Multiple regressions were used as a test on prediction and 

contribution of independent variables and mediator of the dependent variable. 

3.8 Summary 

This study adopts quantitative approach and was conducted in respective universities. 

The questionnaires were dispatched to the sampled population. The findings were 

discussed in the subsequent chapter. 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.1 Introduction 

This chapter will shed light into the findings obtained based on respondents' details, 

followed by an analysis on the factors influencing the occupational stressors (i.e. 

environmental stressor, organisational stressor and personal stressor). Each of the 

research question is discussed in the discussion part using descriptive analysis and 

inferential statistics. 

4.2 Reliability 

Table 4.1 showed data reliability. The results showed that all the factors are 

acceptable. For occupational stressor, the Cronbach's alpha value is 0.69. As for 

environmental stressor, the Cronbach alpha is 0.723, for organisational stressor is 

0.870 and for personal stressor are 0.712 all factors are valid since Cronbach's alpha 

value for each stressor is more than 0.6. Hence, the data in this study could be 

classified as good and adequate for this research. 
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Table 4 . 1 :  Reliability Analysis 

Variables 

Occupational Stressor 

Environmental Stressor 

Organisational Stressor 

Personal S tressor 

4.3 Descriptive Statistics 

Cronbach's Alpha (a) 

.691 

.723 

.870 

.712 

No ofltems 

5 

5 

5 

5 

Descriptive statistics describes data collection in the simplest way using table, figure, 

frequency, percentage, mean and standard deviation. 

4.3.1 To Analyse The Detail Of Respondents 

Respondents were 103 middle level managers in private higher institutions in Klang 

Valley who were chosen and analysed according to gender, position and private 

university .This part is one of the important elements which could be the factor that 

influenced the findings of the study. 

Table 4.2 shows the detail of gender. The results indicated that 4 7 respondents 

(45.6%) are male and 56 respondents (54.4%) are female. It showed that the number 

of female respondents is higher than male. 
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Table 4.2: The detail of gender. 

Gender 

Male 

Female 

Total 

Frequency 

47 

56 

103 

Percent 

45.6 

54.4 

100.0 

Table 4.3 shows the detail of position. The results showed that 37 respondents 

(35.9%) are Heads of Department and followed by 49 respondents (47.6%) who are 

Managers. There were 17 respondents (16.5%) who are Assistant Managers. Based 

on the finding, it showed that the highest number of respondents are Manager and the 

lowest are Assistant Manager. 

Table 4.3: The detail of position. 

Position Frequency Percent 

- 
' 

Head of Department 37 35.9 

Manager 49 47.6 

Assistant Manager 17 16.5 

Total 103 100.0 
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4.4 The Statistic of Response Rate 

The management of most private institutions feels that committing to this kind of 

studies might bring unwanted managerial issues and revealing their names might 

tarnish their reputation as well as bring negative impact to their institutions. 

However, the researcher was able to convince three established private institutions 

for this research with verbal and written agreement that the names of these 

institutions shall never be disclosed. Thus, anonymous technique was implemented 

to address the institutions. The targeted group for this study is middle level 

managers from various departments of the volunteer institutions. 

Even though the name of these higher learning institutes cannot be revealed, by 

using anonymous technique researcher was able to explain and elaborate the 

background of these institutions. The background of each institution is described 

below. 

4.4.1 Institution A 

This institution is the first private education institution in Malaysia with over 

500,000 local and international graduates. For the past 67 years, this institution has 

produced talented and industry-ready graduates, who have helped shape the nation in 

various positions. It offers quality programmes to students based on their 

affordability. The partners of this institution are established institutions from 

countries such as the United Kingdom and Australia. The management is always in 
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constant pursuit and makes its mission to ensure more affordable and accessible 

education to more people. Since 1950, this institution has been providing quality 

education to Malaysians and the international community. It has built on a heritage 

of education and training people who desire and seek knowledge and success in their 

lives. A leading institution in the preparation of employable graduates through top 

rated undergraduate and graduate degree programmes. It has two branches where one 

is in Kepong, Kuala Lumpur. 

This institution offers 28 programmes and are divided into five schools such as pre 

university studies, school of professional studies, school of graduate studies, schools 

of post graduate studies and school of general studies. Each school has its own 

management and organisation which are led by middle level managers. The total 

number of middle level managers in this institution is 15 people. Thus, by using 

Krejcie and Morgan (1970) sampling method 14 people were chosen as sample size 

from total population. 

4.4.2 Institution B 

This institution is one of the most diverse and growing universities in the county. It is 

located in Kota Damansara, a thriving part of the Klang Valley. The city campus 

gives growing student population a dynamic and befitting place to pursue their 

studies. The management are committed to student's success in education and their 

future. It offers undergraduate programmes in the fields of science, technology and 

business which are strengthened with the needed foundational skills. 
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This institution was first started in 1995 and was officially launched by Tun Dr. 

Mahathir Muhammad. After the establishment in 1997, this University was fully 

assisted and supported by Massachusetts Institute of Technology (MIT). 

This institutions emulates world class method of teaching and learning which 

encourages creativity, analytical thinking, problem-solving, innovation and team 

building. These are qualities that have been proven to be successful in producing 

entrepreneurial leadership in technology and business. It also implements a research 

driven culture in all fields of expertise to ensure depth of understanding and 

confidence in facing practical problems. The world class model has been the impetus 

of this University culture that is vibrant, innovative and purposive to our local 

environment. 

This institution has six faculties such as logistic and transportation, business 

management, information and technology, energy and environment, engineering and 

languages and media studies. The total number of middle level managers in this 

institution is 20 people. Thus, by using Krejcie & Morgan (1970) sampling method 

19 people were chosen as sample size from total population. 

4.4.3 Institution C 

Institution C is one of the leading progressive private universities in Malaysia. The 

University was established in 2002 as a not-for-profit private university and is 

wholly-owned by the Institution Education Foundation. With the first intake of only 
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411  students in 2002, the university now has more than a total of 25,000 students in 

two campuses. It has graduated over 50,000 students since its inaugural convocation 

in 2005 and has made impressive strides in establishing a strong reputation as a 

comprehensive University with dedication to achieving excellence in teaching and 

research. 

The institution was awarded self-accreditation status by the Ministry of Higher 

Education in 2017, an indication of its quality and efficient administration of its 

programmes and operations. The University currently offers more than 1 1 0  academic 

programmes in its nine faculties, four centres and three institutes. The programmes 

offered are from pre-university studies up double degree and postgraduate levels. Its 

diverse range of quality and industry-focused programmes are all approved by the 

Ministry of Education (MOE). Its programmes have also received accreditation from 

more than 20 international and Malaysian professional bodies. 

The institution is committed to promoting research and scholastic developments in 

diverse fields through its Research, Development and Commercialisation (RDC) 

initiatives, its 30 research centres and the Global Research Network. Its 

Undergraduate Research Scheme (URS) was initiated to allow undergraduates to 

undergo a structured programme to train them in various aspects of research project 

implementation. To date, the University has established formal collaborations with 

over 200 educational institutions and industry corporations, both local and overseas, 

to facilitate international exchanges, research and training. The total population of 

middle level managers in this institution is 85 people. Thus, by using Krejcie & 
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Morgan sampling method 70 people were chosen as sample size from total 

population. 

Table 4.4 shows the detail of private college. The results showed that 14 respondents 

(13.6%) are from Institution A and followed by 19 respondents (18.4%) from 

Institution B. Then Institution C showed 70 respondents (68%). The finding showed 

that institution C had the highest number of respondents while institution A, the 

lowest. 

Table 4.4: The detail of private college. 

College Frequency Percent 

Institution A 

Institution B 

Institution C 

Total 

14 

19 

70 

103 

13.6 

18.4 

68.0 

100.0 

4.5 To Determine The Occupational Stressor 

Table 4.5 represents the detail of occupational stressor which consists of 5 items. 

Based on this table, majority of the respondents choose the statement "I have to do a 

lot of work in this job" (34%) as the occasional effect. Then the respondents choose 

the statement "The available information relating to my job and its outcomes are 

vague and insufficient" that affects them and another statement which has very little 
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effect "Some of my colleagues and subordinates try to defame and malign me as 

unsuccessful" (31 . 1  %). 

They have various reaction towards the occupational stressor. The respondents have 

little effect about all the statements regarding occupational stressor except the one 

statement are have effect about "I have to do a lot of work in this job". The highest 

mean showed the respondents have effect about "! have to do a lot of work in this 

job" (mean=3.262, SD=l.283). While the lowest mean showed that the respondents 

has very little effect about "Some of my colleagues and subordinates try to defame 

and malign me as unsuccessful" (mean=2.456, SD= 1.281 ). In conclusion, the 

occupational stressor showed has very little effect when the overall mean is 2.85 and 

the standard deviation are 1.028. 

Table 4.5: The detail of occupational stressor 

Statement I 2 3 4 5 Mean SD 

I have to do a lot of 12 20 18  35 18 
3.262 1.283 

work in this job (II.7%) (19.4%) (17.5%) (34%) (17.5%) 

Sometimes it becomes 

complicated for me to 

make adjustment 
I I 31 29 19 13 

between 2.922 1.193 
(10.7%) (30.1 %) (28.2%) (18.4%) (12.6%) 

political/group 

pressures and formal 

rules and instruction 

The available 

information relating to 
12 31 32 18 10 

my job and its 2.835 1.147 
(I I.7%) (30.1%) (31 . 1  %) (17.5%) (9.7%) 

outcomes are vague 

and insufficient 
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Some ofmy colleagues 

and subordinates try to 28 32 22 10 II  

defame and malign me (27.2%) (31.1%) (21.4%) (9.7%) (10.7%) 
2.456 1.281 

as unsuccessful 

Sometimes it becomes 

complicated for me to 

make adjustment 
19 28 26 17 13 

between 2.776 1.282 

political/group 
(18.4%) (27.2%) (25.2%) (16.5%) (12.6%) 

pressures and formal 

rules and instruction 

Overall 2.85 1.028 

4.6 To identify the factors influencing occupational stressor 

There are there factors influencing the occupational stress. These factors are 

environmental stressor, organisational stressor and personal stressor 

4.6.1 Environmental Stressor 

Table 4.6 represents the detail of environmental stressor consisted by 5 items. Based 

on the table below showed, majority of the respondents choose very little effect 

about "Having my work frequently interrupted" (39.8%). Then the respondents have 

effect about "Feeling that I have too heavy work load, that I cannot possible finish 

during the normal work day" (32%). They have various reaction towards the 

environmental stressor. The respondents have little effect and have effect about the 
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statements regarding environmental stressor. The highest mean showed the 

respondents have effect on "Imposing excessive high expectations on myself" 

(mean=3.145, SD=l.224). While the lowest mean showed that the respondents has 

very little effect about "Having my work frequently interrupted" (mean=2.699, 

SD= 1.17). In conclusion, the environmental stressor showed has very little effect 

when the overall mean is 2.935 and the standard deviation are 0.998. 

Table 4.6: The detail of environmental stressor 

Statement I 2 3 4 5 Mean SD 

Being interrupted by 17 29 22 15 20 
2.922 1.369 

telephone calls (16.5%) (28.2%) (21.4%) (14.6%) (19.4%) 

Having my work 13 41 23 16 10 
2.699 1 . 17  

frequently interrupted (12.6%) (39.8%) (22.3%) (15.5%) (9.7%) 

Feeling that I have too 

heavy work load, that I 
7 28 33 22 13 

cannot possible finish 3.058 1 . 127 

(6.8%) (27.2%) (32%) (21.4%) (12.6%) 

during the normal work 

day 

Feeling I have to 

participate in school 
15 29 27 20 12 

activities outside of the 2.854 1 .231  

(14.6%) (28.2%) (26.2%) (19.4%) (11 .7%) 

normal working hours at 

the expenses of my 
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personal time 

Imposing excessive high 10 23 29 24 17 
3.145 1.224 

expectations on myself (9.7%) (22.3%) (28.2%) (23.3%) (16.5%) 

Overall 2.935 0.998 

4.6.2 Organisational Stressor 

Table 4.7 represents the detail of organisational stressor consisted by 5 items. Based 

on the table below showed, majority of the respondents choose have effect about 

"Feeling that members don't understand my goals and expectation" (31 . 1  %). It was 

followed by "Feeling that I have too much responsibility delegated to me by my 

supervisor" (28.2%). Then the respondents significantly affect about "Supervising 

and coordinating the task of many people" (24.3%). They have various reaction 

towards the organisational stressor. The respondents have effect about the statements 

regarding organisational stressor. The highest mean showed the respondents have 

effect about "Supervising and coordinating the task of many people" (mean=3.359, 

SD=l.235). While the lowest mean showed that the respondents also have effect 

about "Writing memos, letters and other communications" (mean=3 .155, 

SD= 1.226). In conclusion, the organisational stressor showed have effect when the 

overall mean is 3.233 and the standard deviation are 1.099. 
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Table 4.7: The detail of organisational stressor 

Statement 1 2 3 4 5 Mean SD 

Supervising and 

coordinating the 6 23 27 22 25 
3.359 1.235 

task of many (5.8%) (22.3%) (26.2%) (21.4%) (24.3%) 

people 

Feeling that 

members don't 
7 24 32 17 23 

understand my 3.242 1.232 

goals and 
(6.8%) (23.3%) (31 . 1  %) (16.5%) (22.3%) 

expectation 

Writing memos, 
28 19 8 27 21 

letters and other 3 . 155 1.226 

communications 
(7.8%) (26.2%) (27.2%) (20.4%) (18.4%) 

Not knowing 

what my 

supervisors 
21 26 21 22 13 

think ofme or 3.174 1.324 

she/he evaluates 
(12.6%) (20.4%) (25.2%) (20.4%) (21.4%) 

my 

performances 

Feeling that I 

have too much 

responsibility 6 28 29 16 24 
3.233 1.246 

delegated to me (5.8%) (27.2%) (28.2%) (15.5%) (23.3%) 

bymy 

supervisor 

Overall 3.233 1.0997 
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4.6.3 Personal Stressor 

Table 4.8 represents the detail of personal stressor consisted by 5 items. Based on the 

table below showed, majority of the respondents choose have very little effect about 

"Thinking that I will not able to satisfy the conflicting demands of those who have 

authority over me" (36.9%). It was followed by "Feeling that I am not fully qualified 

to handle my job" (35.9%). 

Then the respondents have effect about "Knowing I can't get information needed to 

carry out my job properly" (28.2%) and followed by "Attempting to meet social 

expectation (housing, clubs friends, etc)" (27.2%) They have various reaction 

towards the personal stressor. The respondents have very little effect about the all 

statements regarding personal stressor. The highest mean showed the respondents 

have very little effect about "Knowing I can't get information needed to carry out my 

job properly" 

(mean=2.718, SD=l.271). While the lowest mean showed that the respondents also 

have very little effect about "Feeling that I am not fully qualified to handle my job" 

(mean=2.388, SD=l.277). In conclusion, the personal stressor showed have every_ 

little effect when the overall mean is 2.625 and the standard deviation are 1.062. 
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Table 4.8: The detail of personal stressor 

Statement I 2 3 4 5 Mean SD 

Speaking in front of 23 27 24 17 12 
2.689 1.306 

group (22.3%) (26.2%) (23.3%) (16.5%) (11.7%) 

Feeling that I am 

not fully 29 37 15 12 10 
2.388 1.277 

qualified to handle (28.2%) (35.9%) (14.6%) (11 .7%) (9.7%) 

my job 

Knowing l can't get 

information needed 21 26 29 15 12 
2.718 1.271 

to carry out my job (20.4%) (25.2%) (28.2%) (14.6%) (11 .7%) 

properly 

Thinking that I will 

not able to satisfy 

the conflicting 15 38 24 17 9 
2.679 1 . 173  

demands of those (14.6%) (36.9%) (23.3%) (16.5%) (8.7%) 

who have authority 

over me 

Attempting to meet 

social expectation 19 32 28 14 10 
2.65 1 .2 1  

(housing, clubs, (18.4%) (31 . 1%) (27.2%) (13.6%) (9.7%) 

friends, etc) 

Overall 2.625 1 .0615 
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4. 7 Inferential Statistics 

The correlation and regression tests were used to determine the relationship between 

dependent variable (occupational stressor) and independent variables (organisational 

stressor, environmental stressor and personal stressor). 

4.7.1 To Determine The Relationship Between Organisational Stressor, 

Environmental Stressor And Personal Stressor With Occupational Stressor 

Table 4.9 showed the results of relationship the mean score of organisational 

stressor, environmental stressor and personal stressor with occupational stressor. 

Based on the result of Pearson correlation the occupational stressor is strongly 

positive and significant with environmental stressor (r=0.745, p=0.000), weakly 

positive and significant with organisational stressor (r=0.380, p=0.000) and 

moderately positive and significant with personal stressor (r=0.521, p=0.000). 

The environmental stressor showed moderately positive and significant with 

organisational stressor (r=0.501, p=0.00) and personal stressor (r=0.543, p=0.000). 

Lastly organisational stressor is moderately positive and significant with personal 

stressor (r=0.514, p=0.000) 
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Table 4.9: Pearson Correlation Analysis 

Relationship between organisational stressor, environmental stressor and personal 

stressor with occupational stressor 

Organisationa 
Persona 

Occupationa Environmenta 
I 

I Stressor I Stressor I Stressor 
Stressor 

Pearson 

Correlatio 1 .745" .380" .521 ** 

Occupational n 

Stressor Sig. 
0.000 0.000 0.000 

(2-tailed) 

N 103 103 103 103 

Pearson 

Correlatio .745" 1 .501 ** .543** 

Environmenta n 

1 Stressor Sig. 
0.000 0.000 0.000 

(2-tailed) 

N 103 103 103 103 

Pearson 
Correlatio .380" .501" 1 .514 ** 

Organisationa n 

I Stressor Sig. 
0.000 0.000 0.000 

(2-tailed) 

N 103 103 103 103 

Pearson 

Correlatio .521" .543" .514 ** 1 

Personal n 

Stressor Sig. 
0.000 0.000 0.000 

(2-tailed) 

N 103 103 103 103 

** Correlation is significant at the 0.01 level (2-tailed) 

74 

Universlti Utara Malaysia 



Table 4.10 represents the overall sample of occupational stressor. Based on Anova 

test, the occupational stressor is significant with the others factor influencing it [F (3, 

99) =44.918, p < 0.05]. Then the multiple regression showed environmental stressor 

and personal stressor is significant with occupational stressor. Environmental stressor 

and personal stressor support explain 75.9% of the variance of the occupational 

stressor. 57 .6% of the occupational stressor is mainly due to environmental stressor 

and personal stressor and the 42.4% indicates of other factors. 

Table 4.10: Multiple regression 

Unstandardized Standardized 

Coefficients Coefficients 

Std. 

Model B Error Beta t Sig. 

I (Constant) 0.509 0.241 2 . 1 15  0.037 

Environmental Stressor 0.691 0.084 0.671 8.200 0.000 

Organisational Stressor -0.047 0.075 -0.051 -0.630 0.530 

Personal Stressor 0.178 0.080 0.183 2.219 0.029 

R=0.759, R2=0.576, Adjusted R2=0.564 F=44.918 Sig =0.000 
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CHAPTERS 

CONCLUSION AND RECOMMENDATION 

5.1 Introduction 

In this chapter, we will be dissecting the four elements, which consists of the 

research limitation, discussion, the recommendation and summary. The discussion 

includes the summary of the result as well as the result of research which is 

supported by the concept and/or theory related to the previous studies/research. This 

chapter recalls the nature of the study conducted. Its main focus is to provide 

clarification for the following research questions: 

i) The relationship between environmental stressors and occupational stress 

amongst middle level managers in private higher education institutions (IPTS) 

within the Klang Valley. 

ii) The relationship between organizational stressors and occupational stress 

amongst middle level managers in private higher education institutions (IPTS) 

within the Klang Valley. 
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iii) The relationship between personal stressors and occupational stress amongst 

middle level managers in private higher education institutions (IPTS) within 

the Klang Valley. 

Research limitation refers to limitations that occurred during the research. 

Recommendation wise, two types are suggested and these are separated into two 

aspects namely from the involved parties as well as suggestions that coincide with 

future research. The conclusion includes the result of the research and implications of 

the research. 

5.2 Discussion 

The findings in the previous chapters are discussed in the following subsections.The 

co-relation between environmental, organizational and personal stressor on 

occupational stress among middle level manager in private higher education 

institutions (IPTS) within the Klang Valley. 

The results of the research towards I 03 of respondents on the relationship between 

environmental, organizational and personal stressor on occupational stress amongst 
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middle level managers in private higher education institutions within the Klang 

Valley were discussed in this part. 
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5.2.1 Occupational stress 

Work induced pressure/stress has ascended to turn into a noteworthy issue as of late 

in view of the potential effect on occupation execution and fulfilment. Work induced 

pressure/stress alludes to any unsafe physical and enthusiastic reactions that happen 

when the prerequisites of the activity don't coordinate the assets, capacities, and 

labourer's needs (Alves, 2005; Bianchi, 2004; Lindholm, 2006; Nakasis and 

Ouzouni, 2008). Stress is pervasive and expensive in the present work environment. 

Human services consumption is almost 50% higher for laborers that report abnormal 

amounts of hands on pressure. This measurement is as indicated by the diary of word 

related and ecological drug. As indicated by a production discharged by the National 

Institute for Occupational Safety and Health otherwise called NIOSH, it expressed 

that one- fourth of worker see hands on worry as the main wellspring of worry in 

their lives. Three- fourths of bosses accept that the normal labourer today encounters 

more hands on worry than the specialist of the past ages. Most alarmingly hands on 

stressors are more emphatically connected with wellbeing grievances than with some 

other life stressor including family and monetary issues. 

Stress could be characterized in two fields, to be specific mental pressure, and 

physical pressure. Most analysts concur that unreasonable outstanding task at hand 

lead to awful consequences for mental and physical wellbeing. Essentially expressed, 

stress is the thing that we experience when we are required to react to an interest for 
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our vitality. Stress is regular and basic throughout everyday life. It happens at 

whatever point a noteworthy change is available in our lives, paying little heed to 

whether it is certain or negative. By and large, stress is adequate (in some cases 

alluded to as "challenge" or "positive" stress), in any case in the event that it happens 

in an unbearable sum whereby people can't adapt, both mental and physical changes 

may happen (Canadian Centre for Occupational Health and Safety, 2000). 

Work induced pressure/stress has additionally been related with incessant medical 

issues like cardiovascular illness, musculoskeletal disarranges, physical wounds and 

diseases (Alves, 2005; Bradly and Cartwright, 2002). Psychological instability and 

genuine wellbeing trading off practices like expanded hazard for suicide, substance 

misuse, (for example, smoking and liquor utilization), less than stellar eating routine 

and absence of activity are likewise connected with Work induced pressure/stress 

(Adeb-Saeedi, 2002; Oginska-Bulik, 2006). 

Stress-related maladies are one of the most well-known reasons for death in our 

nation. Stress can cause a wide exhibit of conditions running from states of mind 

mental issue like sorrow and tension and different sorts of enthusiastic string to 

maladaptive practices like hostility and substances misuse and furthermore subjective 

debilitation like fixation and memory issues. 
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Thus, every one of these conditions can prompt poor work execution and even hands 

on damage. Work induced pressure/stress is additionally connected with different 

natural responses that can lead eventually to bargain wellbeing, as cardiovascular 

infection or in extraordinary cases, passing. Harrna" (2006) has detailed proof that 

deficient recuperation from short or irritated rest is a typical pathway connecting 

movement work and work worry with cardiovascular ailments. 

Research by Medibank Private Health announced that 53 percent of Australian 

workers over all occupations feel under strain a lot of the time. The International 

Labor Organization (ILO) affirms that all nations, callings and all classes oflaborers, 

families, and social orders are influenced by Work induced pressure/stress (Ogos, 

2001). As per Alves (2005), 40 percent American specialists believe their business to 

be amazingly unpleasant. Comparative discoveries are noted in the United Kingdom, 

where Work induced pressure/stress is assessed to be the biggest word related 

medical issue (Edwards and Burnard, 2003). Hence, Work induced pressure/stress 

brings about significant expenses to associations as far as non-attendance, loss of 

profitability, and human services assets (AbuAIRub, 2004; Cottrell, 2001; Gueritault 

Chalvin, Kalichman, Demi, and Peterson, 2000; Nakasis and Ouzouni, 2008). 

Numerous examinations have explored Work induced pressure/stress event among 

different callings in the U.S, Europe, and Asia. Scientists have analysed impacts of 

81  

Universlti Utara Malaysia 



weight on worker wellbeing, work fulfilment, work execution, and adapting 

techniques. 

Because of their investigations, these creators, have likewise recommended 

administration and avoidance methodologies (Bianchi, 2004; Bradley and 

Cartwright, 2002; Chen, Chen, Tsai, and Lo, 2007). The frequency of Work induced 

pressure/stress has been all around archived in numerous callings in the course of the 

most recent 20 years (Howard and Johnson, 2004). 

Stress is a typical perspective in many callings; be that as it may, it has been reliably 

connected to the helping callings. Locus of control is a character variable that worries 

individuals' summed up hopes that they can or can't control fortifications in their 

lives. Individuals who hold hopes that they can control fortifications are viewed as 

internals, and individuals who hold hopes outside powers or karma controls 

fortifications are viewed as facades (Spector and O'Connell, J 994). 

In this globalization time with present day associations, feeling of anxiety evaluation 

should be considered in accomplishing work fulfilment and expanding work 

execution. These perspectives are the significant work environment issues required 

consideration from the businesses (Munich Personal RePEc, 2008). In light of the 

ongoing examinations directed, it demonstrates that Work induced pressure/stress 

ranges from 50 to 60 percent of all lost working days. This measurement 
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demonstrates that it very high which required an appropriate answer for counter this 

circumstance (R. Golubic et al, 2009). Work induced pressure/stress can be viewed 

as destructive towards the influenced person when their physical and enthusiastic 

reactions happen because of the confound between occupation prerequisites and the 

laborers' capacities and the desire for the business (A. Mursali et al, 2009). 

There are numerous components which lead to Work induced pressure/stress which 

can be partitioned into physical and psychosocial dangers (A. Clegg, 2001). The 

presentation towards the physical dangers in the working environment can be 

identified with the uneasiness which causing word related pressure. In the interim, 

psychosocial dangers can be related with the work plan, association, the board and 

furthermore social structure of the working environment which causmg negative 

impacts towards the related people (T. Cox et al. 2002). Work induced 

pressure/stress impact individual and hierarchical issues, for example, conduct, 

mental, physical results, work execution, work fulfilment and authoritative 

responsibility (M. Beheshtifar et al, 2011) .  

Work induced pressure/stress gives impacts towards all callings and class oflaborers. 

The degree of Work induced pressure/stress distinctive dependent on their job and 

position in the individual occupation which required important worry to the 

administration, workers and different partners of the associations where each activity 

presented to the potential stressor. Along these lines, a persistent impact dependent 
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on the examination did over the couple of decades has given the countermeasures on 

the word related pressure. The exploration recommended that the nature and level of 

Work induced pressure/stress fluctuate dependent on the business and business 

foundation inside the separate business. Work induced pressure/stress can be related 

with a person's profitability, adequacy, individual wellbeing and nature of work 

(Vokic, N.P., et al, 2007). As a rule, the vast majority of the workers feel some 

feeling of direction and achievement about their employments, which can be 

extremely fulfilling and self-fulfilling. Be that as it may, work can likewise be a 

colossal weight, with required to comply with the time constraints, over-burden of 

the work and troublesome supervisors which prompting the anxiety towards the 

laborers and can be identified with this investigation in term of the weight and stress 

looked by the centre level administrator in their every day schedule work. In this 

manner, employments and the workplace generally produce pressure, which if not 

appropriately took care of, can bring about negative and broken conduct at work 

(Riggio, 2003 ). 

In education sector which focused in this study, the middle level manager exposed to 

the occupational stress when they have a lot of work to do (Mean=3.262, SD=l.283). 

Resources and conflicting priorities also become the reasons for the stress level 

increased. As many workers in any organizations, they exposed to varies conflicts for 

example with the colleagues and employer due to the workload and lack of support. 

This situation needs to be resolve and give attention to ensure that occupational stress 

can be reduced instead of becomes higher from times to times. Besides that, they also 
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facing the difficulties to make adjustment between political/group pressures and 

formal rules and instruction (Mean=2.922, SD=l.193). 

5.2.2 Environmental stressor 

Workplace is viewed as a significant component which influences worker 

execution/performance and goes about as the benchmark to gauge the degree of work 

related pressure. It is comprised of components identified with occupation and 

association that impact the connection between representatives, their activity and the 

association. Great workplace used to support profitability of representatives so as to 

satisfy fulfilment among representatives. There are two segments associated with 

workplace which are culture and climate. Workplace in term of culture can be 

characterized as standards, convictions, presumptions and qualities shared by the 

people which win in the association. These qualities and convictions used to help the 

representatives so as to approach the work in the association and upgrade worker 

execution towards better notoriety. For workplace in term of atmosphere, it very well 

may be depicted as practices, strategies, approaches and schedules in the association 

which fit in the working schedules. 

Working condition holds a noteworthy job in evaluating employees performance and 

execution .. It fundamentally affects representatives' presentation, paying little mind 

to whether it is negative or positive (Chandrasekar, 2001). On the planet, there are 
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universal associations who discussion the privileges of worker. Individuals to a great 

extent bum through 50% of their Jives inside indoor conditions, which enormously 

impact their psychological status, activities, capacities and execution (Dorgan, 1994). 

Better results and expanded efficiency is thought to be the aftereffect of better 

working environment condition. A superior physical condition inthe work place will 

support the representatives and at last improve efficiency. Representatives who are 

physically and sincerely fit will have the inspiration to work and this builds their 

exhibition result. In addition, a great working environment condition diminishes the 

quantity of non-appearance and it expands the exhibition of the representatives which 

prompts expanded efficiency (Boles et al.2004). 

Based on the finding in Chapter 4, the respondents state that environmental stressor 

among the middle level manager in private higher education institution due to 

impose excessive high expectations on them (Mean=3.145, SD=l.224). This 

situation more likely that the middle level manager having the work more than their 

capability. Besides that, the middle level manager have too heavy work load which 

they do not able to finish during the normal work day (Mean=3.058, SD=l.127). This 

situation required them to do overtime or bring the work back to home to ensure the 

work finish as expected. The top management should play their role effectively by 

fairly distribute the work to all the workers based on their expertise. Hence, the 

environmental stress among the workers could be reduced. 
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The workload can be defined as the indicators to determine the work stress among 

the employees. Heavy workload leads to mental stress (Shah et al. 2011) .  In addition, 

nowadays, workload and stress become worst. As stated by Elloy and Smith (2003), 

heavy workload happens when the employer tends to give the employees the job 

exceed their capabilities to be finish in the meantime. The overload of work can be 

categorized into qualitative and quantitative. The qualitative refers to workload that 

is too challenging for employees whereas quantitative refers to the amount of tasks 

(huge amount) to be completed within the timeline given. This situation caused the 

employee having pressure to finish up the work in order to fulfill the demands of the 

employer. Awang et al. (2010), mentioned that heavy workload and the lack of time 

to complete the tasks given within the deadlines makes work even more stressful. In 

a study conducted by Awang et al. (2010), occupational stress happened when a lot 

of task combined with the necessary to submit the task at the same time makes it 

rather stressful and impossible. Workload also affects job performance among 

employees. In this study, workload facing by the respondents can be considered 

double as they entitle as employees and students at the same time. Workload as the 

students can be defined as the assignments, quizzes and group presentation. 

Workload as the employees can be seen through the report, meeting, training and etc. 

All these situation leads to affecting job performance. 
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5.2.3 Organizational stressor 

It is notable that transformational administration practices, for example, motivating 

representatives with an idealistic vision of things to come and animating 

representatives to challenge existing conditions, emphatically influence how well 

representatives play out their work. Self-administration is a self-impact process that 

individuals use to control and inspire themselves to carry on and perform in attractive 

ways. Self-authority comes from the bigger hypothetical system of self-guideline. 

Self-pioneers are said to encounter progressively self- assurance, reason, and a 

feeling of responsibility for work, which might be connected to positive results, for 

example, self-viability, work fulfilment, and profitability. 

As can be seen in Chapter Four, organizational stressor significantly affects 

occupational stress. It could be seen clearly when the respondents need to supervise 

and coordinate the task of many people (Mean=3.359, SD=l.235). In this case, the 

workers need to attend the proper training to ensure they know well about their job 

scope and it will reduce the scope of work among the respondents to supervise and 

coordinate their work. Besides that, the respondents stated that organizational 

stressor occur due to the members in the organization do not understand his/her goals 

and expectation on the respective work (Mean=3.242, SD=l.232). This situation 

caused the respondents need to double check his/her workers to ensure the goals and 

expectations achieved. 
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Organizations are social systems which provide the need of an individual and 

society. Effective and efficient members are required and maintain their existence 

(Suliman, 2001 ). In order to build up harmony environment, there is necessary to 

balance between organizations aims and employees qualifications which resulting to 

the work performance. Work performance is behavioural, incidental, measurable and 

multifaceted which can be evaluated across the sum of actions that employees have 

taken during a given time period. In this part, role conflict influence work 

performance. Role conflict takes place when employees are forced to meet 

incompatible demands and expectations. Work conflict is seen to be a rather 

complicated situation amongst the urban era these days. The trend has been picking 

up on a fast pace as compared to years before where employees relied on a traditional 

management that is too conventional for this current situation. It can be defined as 

the conflict that arises due to clashing of multiple roles as student and workers as 

focused in this present study which exhibit pressure that coincides with each other. 

There are numerous studies about the relationship of role conflict with work 

performance among employees conducted. It can be seen through the study 

conducted by Kalliath and Brough (2008) stated that conflict which comes in 

between work relationship has caused negative side effects towards work 

performance of every individual and organization. This conflict has become a 

concern as it involves in the pressuring roles every employees and employers to cope 

with in juggling between the needs of their work as well as the needs of their 

organization. This situation in line with various studies conducted by many 
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researchers (Higgins et al., 1992; Thomas and Ganster, 1995; Boles et al., 1997; 

Frone et al., 1997a,b; Kinunnen and Mauno, 1998; Kossek and Ozeki, 1998; Allen et 

al., 2000) have defined that an increase in role conflict related to work has led to a 

much decreased job, life and also an increased level of stress inflicting upon these 

individuals. 

5.2.4 Personal stressor 

Work quality is an important element to individual well-being in order to keep the 

motivation on doing their work. Job quality give positive returns for the 

organizations as workers reciprocate through greater effort, retention and 

engagement. The work quality can be measured through value job domains that 

seems to be stable over time, and workers appear to match the job that accord with 

their values. The job satisfaction can reflect the distribution of job quality. 

According to the finding obtained in Chapter 4, the expectation of high quality could 

lead to personal stressor. The employer expects the superb work quality shown by 

the employee in order to achieve organizations' goal. According to the finding 

obtained in Chapter 4, the respondents stated that they faced personal stress when 

they knew that he/she could not get the information needed to carry out their job 

properly (Mean=2.718, SD=l.271). Besides that, the respondents facing difficulties 

to satisfy the conflicting demands of those who have authority over them 
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(Mean=2.679, SD=l.173). The employer used their power to instruct the employee to 

fulfil the organizations' need. Hence, those aspects caused personal stressor on the 

respondents which lead to occupational stress. 

For this situation, human resources plays a significant job/role to guarantee the 

welfare among the representative exceedingly treated if not treated decently can 

influence the profitability of the association; subsequently it is the need of the day to 

investigate each conceivable factor that can help the associations in accomplishing 

worker work fulfilment. The most recent 25 years have been committed to inquire 

about on authoritative reasonableness with the significant mean to investigate the 

nature, results and determinants of the connection between hierarchical decency and 

distinctive hierarchical results. Similarly, accentuations are given to authoritative 

equity and its association with hierarchical efficiency as representative check 

reasonableness of its association through hierarchical equity. 

5.3 Implication 

This examination has various ramifications for the business in any association and 

experts alike. Concerning the businesses, this investigation will upgrade their 

comprehension of the relationship among different measurements towards word 

related worry in workplace. Moreover, they will be progressively mindful that this 

circumstance is essential in accomplishing work fulfillment and occupation 
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efficiency. This investigation will fill in as a base for increasingly diagnostic and 

exhaustive future examinations. For experts (HR), better comprehension on the 

relationship among the three connections will assist them with making better choices 

relating in lessening the degree of worry among the laborers particularly the focused 

on individual in this investigation which are center level director in private advanced 

education establishments. 

5.4 Limitation of Study 

Every single imaginable insurance is executed to maintain a strategic distance from 

weaknesses and blunders in the accumulation of information. In any case, the present 

investigation is still exposed to the accompanying restrictions. 

The fundamental motivation behind this investigation is to investigate the most 

impact variables of word related worry, among center chiefs in a few private colleges 

in Klang Valley. 

Researcher proposes the middle managers of these private universities as the target 

population of this study. However, the sample may not be enough for generalization 

of the study's finding due the fact that this study if focusing on only three institutions 

but it can relatively still be generalized. This is because, many private institution 

denied to support this research because they are not comfortable to reveal their name. 
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They also feel that, this study might cause any internal issue and might spoil their 

institution's reputation which is not true. Only there are three private institutions 

agreed to support this study with term and condition do not reveal their name. Thus, 

anonymous technique was used to describe the institutions. 

Cost, distance and number of institutions to be covered also prove to be the 

limitations to this study. Too many private universities are at further distance and to 

contact these universities involve a huge communication and transportation costs. 

For cost-effectiveness and information gathering efficiency, only three private 

institutions are selected with minimal travelling distance from one institution to 

another. 

Sensitivity is also the mam concern m this study. As the topic revolves around 

psychological issue, the identity and information disclosure of the participating 

universities may create an unintended adverse impression and perception towards the 

universities. Thus, the participating universities have denied the rights to disclose the 

identity and information of these universities. 

There were a few constraints experienced during the examination. One of which is 

the absence of time to direct the overview to distinguish the elements of word related 

worry among center level supervisor in private advanced education organizations 

within the Valley. It happened when the scientist was not ready to submit with the 

time given to settle down the research because of work priority and working 
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responsibilities. Also, the examination was led just restricted to I 03 respondents 

involving center level director in private advanced education organizations in Klang 

Valley. At that point, there are some of them don't give full duty and participation 

during the examination led. 

This investigation can be additionally stretched out by looking at other private 

advanced education establishments which are accessible all around Malaysia to break 

down the connection between natural, authoritative and individual stressor towards 

word related pressure. In this manner, this investigation can be additionally talked 

about as it gives adequate data and information. For an exploration that utilizes this 

sort of procedure, information is essential to acquire the real yield, to break down 

information and to look at whether the examination is critical towards the general 

research. 

5.5 Direction for Future Research 

There are a few lines of course, for future research proposed. To start with, it is 

advantageous to research the connections among the human asset the board and 

authoritative administration and contrast the aftereffects of such investigation and 

those in the present examination which add to word related worry among the center 

level chief in private advanced education foundation. Second, it would be 

increasingly profitable to consider the job of certain statistic factors in the 
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relationship towards these four develops. Next, an all-inclusive examination to 

decide the connection between ecological, authoritative and individual stressor 

towards word related pressure dependent on the distinctive perspective would be 

progressively intrigued. 
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5.6 Recommendations 

This study can be additionally investigated in the territory of HR the executives and 

hierarchical administration in private advanced education foundations towards the 

connection between natural, authoritative and individual stressor on word related 

pressure. Furthermore, the example size can be extended to assess the relationship for 

this situation study. Likewise, other relationships can be concentrated and narrowed 

down to explore their components which add to word related pressure. 

The examination can likewise utilize different strategies for the exploration, for 

example, meeting or perception at every one of the area and respondents chose as 

focus of the exploration. 

This study can be stretched out towards the laborers from vanous offices and 

positions who work in private advanced education establishments to think about their 

connection between natural, authoritative and individual stressor on word related 

pressure. Accordingly, it ready to build the precision of the discoveries and watched 

their connection between those free factors towards word related pressure. 
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5. 7 Conclusion 

It can be concluded that through this study/research, we can come to an overall 

conclusion and understanding that the primary factor that contributes to occupational 

stress or work- induced/related stress are the environmental stressors that trigger all 

the responses that we had previously discussed. The research has successfully found 

the important components needed to answer some of the main questions that were 

proposed at the start of the research as well as answers to the research objectives. For 

the overall, it can be concluded that the factors influencing occupational stress 

become the main attention from the employer as it is the most important key to 

ensure the organization well-managed and organized. Along these lines, inward 

issues and clashes should be explained to guarantee the authoritative free from any 

debate and prompts be classified as build up and incredible gathering. 

The data gathered from this study will be valuable as it could help the administration 

of private advanced education establishment in Klang Valley just as the foundation 

accessible in Malaysia to find a way to decrease the degree of word related worry 

among laborers. The particular association may utilize the information gathered and 

use it as their apparatus to deal with the pressure and increment profitability among 

laborers. The reports picked up will be imparted to the administration itself and 

furthermore with different administrations associations. The specialist trusts that 

more research will be directed on word related worry later on which critical to 
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upgrade the efficiency and fulfillment among laborers. Along these lines, more 

discoveries will upgrade work fulfillment and furthermore beaten worry during 

working hours as the representatives spent around eight to ten hours at work, five or 

six days seven days. Consequent! y, every representative should know on the best 

way to deal with pressure and lessening them by giving them the most fulfilling 

minute on working life. Their association should be dynamic in sorting out exercises 

that will lessen the pressure and increment work fulfillment among their 

representatives. The scientist trusts that by doing this, the workers will be 

progressively arranged and in agreeable zone to carry out their responsibility without 

affecting the performance of the employees. 

Performance appraisal satisfaction by the employer towards the employees give the 

good effect where they able to get enhancement of salary, promotion, appreciation, 

rewards and privileges. In addition, the employer should prepare the convenient 

working environment towards the employees to enhance their motivation to work 

harder. As the organization become popular and establish in the international level, 

the highest organization team are highly generous to share the glory and happiness 

with the delegation which cooperate to ensure the organization widely known and 

famous. The organization is given trust by the other to collaborate for example 

organize the event together and both of them can be stand up together to celebrate 

their success. It can be seen that performance appraisal satisfaction have relationship 

with employees performance and able to reduce the level of organizational stress 

among workers. 
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Employees' performance is important as they are deemed as an asset to the 

organization. It enables them to be well-established in their field of works. 

Commonly, performance and motivation of the employees can be gained from the 

sense of reward which are related to them after hardship to fulfil their responsibility. 

For example, employees with great performance can be treated to appreciation night 

and a ward presentation based on their superb achievement. Employers at all times 

are required to be aware and alert with employees' performance so that their welfare 

can be taken care of, which then can induce employees' pleasure to carry out the 

responsibility. As all the factors mentioned well monitored, the organization able to 

withstand at the high level comparable to the establish organization in this global era. 

Therefore, they are able to compete with others in terms of mentality, progress and 

competitiveness. 
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I'm a student from University Utara Malaysia, pursuing MSc in Management. As part of my 

MSc. (Management) research thesis at University Utara Malaysia KL campus, I am conducting 

a survey to identify that what is the occupational stress among middle level managers in private 

higher education institutions. 

This survey will help to identify the factor of occupational stress among middle level managers 

in private higher education institutions in Klang valley and might give solutions to the 

management to solve the stress issues in organizations. 

To ensure confidentiality, your answers will be kept anonymous but we may quote some 

statements in our dissertation, without attributing them to you. Please do let me know if you 

want more details about this project or have any other doubts which I might not have addressed. 

I will appreciate if you could complete following survey. 
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Please tick ( v'') on the appropriate box. 

Demographic Questions: 

Gender: Male O FemaleO 

Position: Head of Department O Manager D Others D 

Level Of No Effect Little Effect Has Effect Occasionally Significantly 
Effect Effect Effect 

1 2 3 4 5 

r-: 

No Occupational Stressor 1 2 3 4 5 
I I have to do a lot of work in this job. 
2 Sometimes it becomes complicated for me to make adjustment 

between political/group pressures and formal rules and 
instruction. 

3 The available information relating to my job and its outcomes 
are vague and insufficient. 

4 Some of my colleagues and subordinates try to defame and 
malign me as unsuccessful. 

5 It is unclear what type of work and behaviour my higher 
authorities and colleagues expect from me. 

No Environmental Stressor 1 2 3 4 5 
I Being interrupted by telephone calls 
2 Having my work frequently interrupted by staff members who 

wants to talk. 
3 Feeling that I have too heavy work load, that I cannot possible 

finish during the normal work day. 
4 Feeling I have to participate in school activities outside of the 

normal working hour at the expenses of my personal time. 
5 Imposing excessively high expectations on myself. 
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No Orzanizational Stressor 1 2 3 4 5 

1 Suoervising and coordinating the task of many oeople. 
2 Feeling that members don't understand my goals and 

expectation. 
3 Writing memos, letters and other communications. 
4 Not knowing what my supervisors think of me, or she /he 

evaluates my performances. 
5 Feeling that I have too much responsibility delegated to me by 

my suoerior. 

No Personal Stressor 1 2 3 4 5 

1 Sneaking in front of grouo. 
2 Feeling that I am not fully qualified to handle my job. 
3 Knowing I can't get information needed to carry out my job 

properly. 
4 Thinking that I will not able to satisfy the conflicting demands 

of those who have authority over me. 
5 Attempting to meet social expectation (housing, clubs, friends, 

etc.) 

Sincerely, 

Mr. Naaresh Arumugam 
Matric No: 822684 
Hp/No: 011-26495383 

Supervisor: 

Mr. Dzulhilmi Ahmad Fawzi 
Lecturer 
School Of Business Management (SBM) 
College Of Business 
University Utara Malaysia 
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r 

RELIABILITY 

Occupational Stressor 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.691 5 

Environmental Stressor 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.723 5 

Organizational Stressor 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.870 5 
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Personal Stressor 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.712 

DEMOGRAPHIC 

5 

I 
Gender 

I 
Cumulative 

Frequency Percent Valid Percent Percent 
. 

Valid Male 47 45.6 45.6 45.6 

Female 

Total 

56 

103 

54.4 
--- 

100.0 

Position 

54.4 

100.0 

100.0 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Head of Department 37 35.9 35.9 35.9 
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Manager 

Assistant Manager 

Total 

Frequency 

49 

17 

103 

College 

Percent 

47.6 

16.5 

100.0 

Valid Percent 

47.6 

16.5 

100.0 

Cumulative 

Percent 

83.5 

100.0 

Valid STAMFORD 14 13.6 13.6 13.6 

MUST 19 18.4 18.4 32.0 

- 
·- 

UTAR 70 68.0 68.0 100.0 
r 

I 

Total 103 100.0 100.0 

I 
OCCUPATIONAL STRESSOR 

r 

I 
Statistics 

Occupational Stressor 

,..... 

' 

N Valid 103 
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Missing 

Mean 

Std. Deviation 

0 

2.8505 

1.02850 

Statistics 

Sometimes it 

becomes 

complicated for It is unclear 

me to make The available what type of 

adjustment information Some of my work and 

between relating to my colleagues and behaviour my 

political/group job and its subordinates try higher 

I have to do a lot pressures and outcomes are to defame and authorities and 

of work in this formal rules and vague and malign me as colleagues 

job instruction insufficient unsuccessful expect from me 

N Valid 103 103 103 103 103 
---- 

Missing 

Mean 

Std. Deviation 

0 

3.2621 

1.28308 

0 

2.9223 

1.19385 

0 

2.8350 

1.14701 

0 

2.4563 

1.28167 

0 

----"2"-. 7767 

1.28286 

I have to do a lot of work in this job 
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Valid No Effect 

Frequency 

12 

Percent 

11.7 

Valid Percent 

11 .7  

Cumulative 

Percent 

11.7 

Little Effect 

Has Effect 

Occasionally Effect 

Significantly Effect _ 

20 19.4 

18 17.5 

35 34.0 

18 17.5 

19.4 

17.5 

34.0 
-- - 

17.5 

31.1 

48.5 

___ 82.5 

100.0 

Total 103 100.0 100.0 

Sometimes it becomes complicated for me to make adjustment 

between political/group pressures and formal rules and 

instruction 

Valid No Effect 

Little Effect 

Frequency 

31 

Percent 

30.1 

Valid Percent 

10.7 

30.1 

Cumulative 

Percent 

10.7 

40.8 

____ __;1c,1 10.7 
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Has Effect 

Occasionally Effect 

29 

19 

28.2 

18.4 

28.2 

18.4 

68.9 

87.4 

Significantly Effect 

Total 103 100.0 100.0 

The available information relating to my job and its outcomes are 

vague and insufficient 

Valid No Effect 

Frequency 

12 

Percent 

11.7 

Valid Percent 

11.7 

Cumulative 

Percent 

11.7 

Little Effect 

Has Effect 

Occasionally Effect 

Significantly Effect 

31 30.1 

32 M.:_1 

18 17.5 

10 9.7 
-- ---- 

30.1 

31.1  

17.5 

41.7 

72.8 

90.3 

100.0 

Total 103 100.0 100.0 
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Some of my colleagues and subordinates try to defame and 

malign me as unsuccessful 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No Effect 28 �L.2 _ 27.2 �2�7�.2� 

Little Effect 

Has Effect 

Occasionally Effect 

Significantly Effect 

Total 

32 

22 

10 
---- 

11 

103 

31.1 

21.4 

9.7 

10.7 

100.0 

31.1 

21.4 

9.7 

10.7 

100.0 

58.3 

79.6 

89.3 
------ 

100.0 

It is unclear what type of work and behaviour my higher 

authorities and colleagues expect from me 

Valid No Effect 

Little Effect 

Has Effect 

Frequency 

19 

28 

26 

Percent 

18.4 

27.2_ 

25.2 

Valid Percent 

18.4 
--- 

27.2 

25.2 

Cumulative 

Percent 

18.4 

45.6 

70.9 
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Occasionally Effect 17 16.5 16.5 87.4 

Significantly Effe_c;_t . 13·-�-1�2�.6'-����1�2�.6'--����1=,00 .. 0 

Total 

Environmental Stressor 

Statistics 

Environmental Stressor 

103 100.0 100.0 

N Valid 103 

Missing 

Mean 

Std. Deviation 

0 
----- 

2.9359 

.99891 
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N Valid 

Statistics 

Feeling I have to 

participate in 

Feeling that I school activities 

have too heavy outside of the 

work load, that I normal working Imposing 

Being Having my work cannot possible hours al lhe excessived high 

interrupted by frequently finish during leh expenses of my expectations on 

telephone calls interrupted normal work day personal time myslef 

103 103 103 103 103 

Missing 

Mean 

Std. Deviation 

0 

2.9223 

1.36977 

0 

2.6990 

1.17018 

0 

3.0583 

1.12742 

0 

2.8544 

1.23199 

0 

3.1456 

1.22401 

Being interrupted by telephone calls 

Valid No Effect 

Frequency 

17 

Percent 

16.5 

Valid Percent 

16.5 

Cumulative 

Percent 

16.5 

Little Effect 

Has Effect 
--- 

29 

22 

28.2 
--- 

21.4 

28.2 

21.4 

44.7 

66.0 
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' 
t Occasional! Effect 15 14.6 14.6 80.6 

t Significantly Effect 20 19.4 19.4 100.0 

� 

Total 103 100.0 100.0 

Having my work frequently interrupted 

Valid No Effect 

Little Effect 

Has Effect 

Occasionally Effect 

Significantly Effect 

Total 

Frequency 

13 

41 

23 

16 

10 

103 

Percent 

12.6 

39.8 

22.3 

15.5 

9-! 

100.0 

Valid Percent 

12.6 

39.8 

22.3 

15.5 

9.7 

100.0 

Cumulative 

Percent 

12.6 

52.4 

74.8 

100.0 
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Feeling that I have too heavy work load, that I cannot possible 

finish during the normal work day 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No Effect 7 6.8 6.8 6.8 

Little Effect 

Has Effect 33 32.0 32.0 66.0 
------ 

Occasionally Effect 

Significantly Effect 

Total 

22 

13 

103 

21.4 

12.6 

100.0 

21.4 

12.6 

100.0 

87.4 

100.0 

Feeling I have to participate in school activities outside of the 

normal working hours at the expenses of my personal time 

Frequency Percent Valid Percent 

Cumulative 

Percent 

.- 

Valid No Effect 

Little Effect 

15 

29 

14.6 

28.2 

14.6 

28.2 

14.6 

42.7 
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Has Effect 

Occasionally Effect 

27 

20 

26.2 

19.4 

26.2 

19.4 

68.9 

88.3 

Significantly Effect 12 __ 1.:..1:..:.7'-----'1-'1:..:.7 100.0 

Total 103 100.0 100.0 

Imposing excessive high expectations on myself 

Valid No Effect 

Frequency 

10 

Percent 

9.7 

Valid Percent 

9.7 

Cumulative 

Percent 

9.7 

Little Effect 

Has Effect 

Occasionally Effect 

Significantly Effect 

23 22.3 

29 28.2 

24 23.3 
----- 

17 16.5 

22.3 

28.2 

23.3 

16.5 

32.0 

60.2 

83.5 

100.0 

Total 103 100.0 100.0 
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ORGANIZATIONAL STRESSOR 

Statistics 

Organizational Stressor 

N 

Mean 

Valid 

Missing 

103 

0 

3.2330 

Std. Deviation 1.09727 

Statistics 
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Not knowing 

what my Feeling that I 

Feeling that supervisors have too much 

Supervising and members don't think of me or responsibility 

coordinating the understand my Writing memos, she/he delegated to me 

task of many goals and letters and other evaluates my by my 

people expectation communications performances supervisor 

N Valid 103 103 

Mean 

Missing 0 

3.3592 

0 

3.2427 

0 

3.1553 

0 

3.1748 

0 

3.2330 

Std. Deviation 1.23554 1.23245 1.22680 1.32419 1.24620 

Supervising and coordinating the task of many people 

Cumulative 

Frequency Percent Valid Percent Percent 

Valid No Effect 6 5.8 5.8 5.8 
�---- 

r- 
Little Effect 23 22.3 22.3 28.2 

I 
I 

Has Effect 27 26.2 26.2 54.4 

Occasionally Effect 22 21.4 21.4 75.7 
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S_ignifican!!Y Effect -----'2:c.:5'----'2=-4-"."-3-----"2'-'4-".3'-------'-1 O'-'O'-'.O'- 

Total 103 100.0 100.0 

Feeling that members don't understand my goals and expectation 

Frequency Percent Valid Percent 

Cumulative 

Percent 

- 

' 
Valid No Effect 

Little Effect 

Has Effect 

7 

24 

32 

6.8 
---- 

23.3 

31.1 

6.8 

23.3 

31.1 

6.8 

30.1 

61.2 

Occasionally Effect 

Significantly Effect 

Total 

17 

23 

103 

16.5 

22.3 

100.0 

--�16.5 _ 

22.3 

100.0 

77.7 

100.0 
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Writing memos, letters and other communications 

Cumulative 

Frequency Percent Valid Percent Percent 

Valid No Effect 8 7.8 7.8 7.8 
--·-- 

Little Effect 27 26.2 26.2 34.0 

Has Effect 28 27.2 27.2 61.2 

Occasionally Effect _21 20.4 20.4 81.6 

Significantly Effect 

Total 

19 

103 

18.4 

100.0 

18.4 

100.0 

100.0 

Not knowing what my supervisors think of me or she/he evaluates 

my performances 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No Effect 13 12.6 ---"12.�6 _ 12.6 

Little Effect ....c2c.c1 __ 20.4 20.4 33.0 

Has Effect 26 25.2 25.2 58.3 
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_9_£casionally Effect 2_1 2_0_.4 20_._4 7_8_.6 

Significantly Effect ----'2�2'------'2�1�.4.'-----· 21�-�4 �10�0�.0� 

Total 103 100.0 100.0 

Feeling that I have too much responsibility delegated to me by my 

supervisor 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No Effect 6 5.8 5.8 
---- 

5.8 

Little Effect 28 27.2 27.2 33.0 

Has Effect 29 �28�.2�----2�8�.2�--- 61.2 

Occasionally Effect 16 15.5 ----�1=5-�5 _ 76.7 

l'"' 

Significantly Effect 

Total 

PERSONAL STRESSOR 

24 

103 

23.3 

100.0 

100.0 
-------- 

100.0 

23.3 
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,.... 

Statistics 

Personal Stressor 

N 

Mean 

Valid 

Missing 

103 

0 

2.6252 

Std. Deviation 1.06151 

Speaking in 

front of group 

Statistics 

Thinking that I 

will not able to 

satisfy the 

Knowing l can't conflicting Attempting to 

Feeling that I get information demands of meet social 

am not fully needed to carry those who have expectation 

qualified to out my job authority over (housing, clubs, 

handle my job properly me friends, etc) 

N 

Mean 

Valid 

Missing 

103 

0 

2.6893 

103 

0 

2.3883 

103 

0 

2.7184 

103 

0 

2.6796 

103 

0 

2.6505 

Std. Deviation 1.30631 1.27751 1.27123 1.17334 1.21032 
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Speaking in front of group 

r: 

r 

Valid No Effect 

Little Effect 

Has Effect 

Occasionally Effect 

Significantly Effect 

Total 

Frequency 

23 

27 

24 

17 

12 

103 

Percent 

22.3 

26.2 

23.3 

16.5 

100.0 

Valid Percent 

22.3 

26.2 

23.3 

16.5 

11.7 

100.0 

Cumulative 

Percent 

22.3 

48.5 

71.8 

88.3 

100.0 

Feeling that I am not fully qualified to handle my job 

r 

I 

Valid No Effect 

Frequency 

29 

Percent 

28.2 

Valid Percent 

28.2 

Cumulative 

Percent 

28.2 
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Little Effect 
- - -  

Has Effect 

Occasionally Effe�!_ 

37 

15 

12 

35.9 

14.6 

11 .7  
----· 

35.9 

14.6 

11 .7  

64.1 

78.6 

90.3 

.- 

Significantly Effect _____ 10� 9.7 9._7 _ 100.0 

Total 103 100.0 100.0 

Knowing I can't get information needed to carry out my job 

properly 

Valid No Effect 

Little Effect 

Frequency 

26 

Percent 

20.4 

25.2 

Valid Percent 

25.2 

Cumulative 

Percent 

20.4 

45.6 

Has Effect 29 -�28�·�2 28.2 73.8 

Occasionally Effec!_ 15 
--- 

14.6 14.6c_.... �88=.3� 

Significantly Effect 

Total 

12 

103 

11 .7 

100.0 

11 .7  

100.0 

100.0 
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Thinking that I will not able to satisfy the conflicting demands of 

those who have authority over me 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No Effect 15 14.6 14.6 14.6 

Little Effect 38 36.9 36.9 _,c51.:..:-:,c_5 

Has Effect 

Occasionally Effect 

Significantly Effect 

Total 

24 

17 

9 

103 

23.3 

16.5 

8.7 

100.0 

23.3 

16.5 

8.7 

100.0 

74.8 

91.3 

100.0 

Attempting to meet social expectation (housing, clubs, friends, 

etc) 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No Effect 18.4 18.4 18.4 

___ Li_tt,,l"'e_,,E:.ctt=-ec=t'------ _......:c32=---=-31'-'.-'--1 3=-1'-'.-'--1 ------'4'-"9=.5 
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Has Effect 

Occasionally Effect 

Significantly Effect 

Total 

CORRELATION 

28 

14 

10 

103 

27.2 

13.6 

9.7 

100.0 

Correlations 

27.2 

13.6 

9.7 

100.0 

76.7 

90.3 

100.0 

Occupational 

Stressor 

Environmental 

Stressor 

Organizational 

Stressor 

Personal 

Stressor 

Occupational Pearson Correlation 1 .745·· .seo" .521·· 
- 

Stressor 

Sig. (2-tailed} .000 .000 .000 
----- 

N  103 103 103 103 

Environmental Pearson Correlation ,745•• .501- .543- 

Stressor 

Sig. (2-tailed} .000 .000 .000 

N 103 103 103 103 
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Organizational Pearson Correlation 

Stressor 

Sig. (2-lailed) 

N 

.000 

103 

.scr: 

.000 

103 

1 

103 

.000 

103 

Personal 

Stressor 

Pearson Correlation 

Sig. (2-tailed) 

N 

.521·· 
----� 

.000 

103 

.000 

103 

.514� 

.000 

103 

1 

103 

••. Correlation is significant at the O.Q1 level (2-tailed). 

REGRESSION 

Model R 

.759' 

R Sguare 

.576 

Adjusted R 

Square 

.564 

Std. Error of the 

Estimate 

.67940 

Model Summary 

a. Predictors: (Constant), Personal Stressor, Organizational Stressor, 

Environmental Stressor 
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ANOVA• 

Model Sum of Squares df Mean Square F Sig. 

Regression 62.200 3 20.733 44.918 .OOCJ'> 

Residual 45.697 99 .462 
----- 

r 

Total 107.897 102 

a. Dependent Variable: Occupational Stressor 

b. Predictors: (Constant), Personal Stressor, Organizational Stressor, Environmental Stressor 

Coefficients• 

Unstandardized Coefficients 

Standardized 

Coefficients 

Model 

1 (Constant) 

B 

.509 

Std. Error Beta Sig. 

�2-�1�15�-�·037 

Environmental Stressor .691 .084 � __ 8_2_00 .o_o_o 

___ Organizational Stressor -.047 .075 -.051 -.630 .530 
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.- 

r- 

Personal Stressor 

a. Dependent Variable: Occupational Slressor 

.178 .080 . 1 8 3  2.219  .029 
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